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PREFACE
. 7 The Eleventh thldna.l Cllmc on Techmcatl Educatlon star,ted ) - .
with an air ‘of expectancy and ended wfth a sense of accomplish-" 2 ) ..
ment. Between Dr. Charles Palmer’s warin welcomé; Dr. Bob Childer’s’
“tell it like it is” forceful keynote addréss and Governor Jehn West’s - . :
concluding speech on “Technical Education’in South Caroling” . ’ .
Delegates enjoyed stimulating and interesting presentatlons from a ' .
number of very knowledgeable persons, .. . :
Those who took advantage of the opportumty fora pre- cbnference ]
tour of the Greenville technical Education Center saw a fine example , ¢ . .
of technical education meeting the neéds of ‘people and playinga
svital role in the economic development of South Carolina. Thanks to
Dr. Thomas Barton, Jr. and his staff a well. planned totir was provided,
along with a good sample of southém hospltahty

The theme for the conference “Technical Education - X Contmumg . \.
; . Search for Quality” ran through all the papers and.discusgions. The -
© ue topics touched on many facets ranging from technical teacher trammg, ‘
student counselling, educational management through ‘work experience . .
. and student development programs. The presentations now printed in
' these coirference proceedings will hake a valuable contributionsto the
t technical education literature. For this, we can all be proud for it takes |
: demand the high caliber of matenals presented.

To many of those i

“ttendance, the conference will be remembered . .
as the “Bﬂl Fenninger | .

M e:ence , for it was so dedicated. The,sincere
. fenninger upon his retirement as  Exeeutive
L Education Association after more than

Director of the American TecBuj »
tion was an inspiration to all in our * y £

' fifty years of service,to techmc g
field. .

clinic is most lnvaluable Through its contin®sd har
technical education takes one gi Jt step forwardipadh

- apprecnatlon for inviting the eleventh annual conference to Calambia, South ‘
Caroliha. ‘Along with this goes well deserved recognition for t
plannmg for the local drrangements by Mr. Rlchard Cook and M~

~

. ' . .
) > ' - N ad §Q\‘ - L]
. JACK E. TOMPKINS, PRESIDENT N\
- [N . ‘*\ﬁk\\ ¥

"« American Technical Education
Association 1973-74
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"RESOLUTION Co ' -
: Y . .
. o for ) : § L

WILLIAM N. FENNINGER . , o —

- WHEREAS Mr. William N, Fenninger has demonstrated a

. life- long involvement in éducatmg the youth of the nation for the ﬁ
world of work, and . . ‘ . -
WHEREAS he has been mstrumental in estabhshmg standards - ,
. - of excellence for post- secohdary t,echmcal education, and e s |

L y . WHEREAS he has.served with distinction'and personal sacrifice
. or : _-' . as “the first Executive Secretary of-the American 'I‘echmml Educatlon R L

N T Assoc;atlon from 1958 to 1973, and . ' . -
| . WHEREAS he has been recogmzed by professnonal organizations -
and govemmental agencies for his outstandmg contributions to the ﬁeld
of techmcal education, - . ’ . T LT

BE'IT THEREFORE RESOL‘VED ‘that the Eleventh Annual Clinic - -
. o on Techmcal ‘Education held in Columbla Sout,h Carolina, on March 27 - . )
. 29, 1?74 be dedlcatefi to Mr. William N. Fennmg::r for his outstanding

" dedication to the field of technical education:




Y . WELCOMING REMARKS TO THE
NA’EIONAL CLINIC ON TECHNICAL EDUCATION

) “ Dr. CharlesE PaTrﬁer Exgcutive Director’

South Carolina State Board for Techmcal & Comprehensive- -Education
« > 4

v

On Behalf of our State TEC,System, I welcome you to South Carolina and to the 1974 11th .
Annual National Clinic on Technical Education. I am pleased to be a part of today’s program which
I feel is ditected toward people who share many of the goals and aspu'atlons which are so important

and which mean so much to the people of South Carolina. , e
. . \ A
X —

- We are gratefuil, to‘the American Technical Education Association for s{)onsoring this Clinic *
which, incidentally; is the fust to.be held in South Carolina. As I’'m sure you noted in your program,
it has been resolved that this Clinic be dedicated to William N. Fenninger, who has given most of his

- life to educating the youth of our nation. Through his total dedlcat!on and ’ms interest in technical
education, he has been able to foresee many trends and developments and was instrumentat in estab-
hshing desirable standards of excenenue in the field of postsecondary technical education. Mr. Fenninger,
it is an honor and pleasure to have you with us today. s,

‘,2 - - :_\ .

-

I would also like to express my appreciation to the .followmg mdmdual; who have worked together
so closely to make this Clinic possible,

-

. y ,
THE NATIONAL PLANNING COMMITTEE - composed of Walter-J. Brooking,
' Richard Cook, Mary Ellis, Robert A. Ferguson, L. L. Lewis, George Mehallis,
Lloyd Phipps, Jake Salley, Odm Stutrud, Jack Tompkins And George Wallace.
THE QTHER HONORARY CHAIRMAN AND MY CO-HOST -- Thomas E. Barton
' Also: Dick Cook, Jake Salley .and I would like to thank the many committee Chaumen
statewnde who helped make this Clinic possible., -

. -

LET ME just say that it’s a pleasure to have you here - I'm sure that your contributions will
help make this program a complete success. *, . -

THE EMPHASIS. on this two-day program reflects the thethe: “TECHNICAL EDUCATION - -
" ACONTINUING SEARCH FOR QUALITY™ - :

. ‘,“

- Many of you, as technjcal.educators, have recogmzed the changmg empha51s withir educatlon
over the past few decades 1n this country. We have gradually moved away from the i ivy covered halls
where the emphasis was on considering philosophical and abstract issues to a broader based education

wmch provides day to day skills for lmmedlate use in the wa{ld"of work, - -

[ 3

As the needs of the country ‘have changed, the needs,of educators bave changed. It is our task
n technical education to search out and maintain the highest possible degree of excellence within
our programs.. Business and industry, which we serve, are very demanding in their expectations
that our students perform well not only as technicians, but as people - ag citizens. Our task, there-
fore, 1s two-fold. We must provide quality in the technical areas, and quahty in our related educa-
- tional areas. This may 1mply that I view technical and 2ducational as two separat,e entities. This is
not the case. I sxmply want to emphasize that our level of expertise withinthe technical areas o
oyr training programs must continually be refined in ordér to remain current with the expanding
technology of our nation. At the same time, the techniques with which we present this expertise
¢ ~ to our students must be the best that we as educators can provnde in order to stimulate learning
S among our students. : ) .




Y ' ” ‘f
) During this convention;yéu will be mvolved in sessions on Teacher Trammg, Effective Program-
. . ming, Management by Objectivgs, and Student Development programs and Individualized Instruction .
’ " as they relate to trends in Technical Education. - s . .
- 1 commend ‘you on your concern in these areas and feel assured that you will benefit from your
participation in this conference as you continue your own learning process 1n your own continuing
N search for quality. . : )
. 4 . JIESEN
* The South Carolina Teuhmcal and Comprehenswe Education system which we réfer to as TEC,
is pleased to have had a part’in making the Conference possiblé. TEC"s thrust i is the same as the one
your institutions have: to provide well qualifiéd pegple for the ever changing needs of industry and i
; to provide selfimprovement oppo}tt_;nitieé for peglle who seeking to better themselves. :
Over 500,000 South Carolinians ha LGM:IH of TEC training during the past. 12 . v
years This includes training for start-up and expansion of industry, short-term classes, one and N
* two- -year- trade and craft programs. We have continually been concerned with QUALITY 1n our
program offerings. We will continue cur emphasns on quality and contmue to search for new ways 4

to'meet the heeds of our students.and the world 6f work to which they aspire, even as you, In
your respective mstituﬂons and states continue the same effort. - . o

N

2

a

.. ‘ Tec’hmgal education+has meant a lot to South Carolina. ﬂmterest you, [ am sure, to learn
that theré are currently 40,000 students attendmg the 19 campuses of our State'TEC System. Of
- even greatet significance is the fact that 9827 of these students are enrolled 1n some form of post
- *+ secondary vocational and technical educatypf We intend to maintain this emphasis on education
T fpr known job opportumtnes Over the lad¢ te} years, the results for South Carolina have been fan-
tastic: o - ’ - ‘

. !

. Personal income has nisen from less than $4 billion in 1968 to over $3 bilhon n 1973. - )

" Corporate income taxes have risen from less than $18 million in 1963 to over $60 mil- ’
lion in 1973.
Individual income taxes were 832 million in 1963 and amounted to $183 mithon 1n 1973.
Sales tax revenues increased from $80 million in 1963 to over $286 mitlion 1n 1973.
Unemployment in South Carolina is less'than half the national average.

DD =

o e o

The State of South Carolina and our Technical Education System welcomes you and expresses
. «the sincere hope - - and prediction - - that you will have a8 most interesting, pleasant, and productive
L National Clinic on Technical Education.
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Y - . SEARCH FOR QUALITY
. B. F. Childers, Executive Director v
" Commission on Occupational Education . -
o . Southern Association of Colleges & Schools
’ , - ’ . ’ . -
It 1s a great pleasure to be asked to address such a diverse group of educators as those represented
at this, The Eleventh Apnual National Clinic on Technical Education. [ am most pleased to see the great- ’%
* .1y varied types of Tnstitutions that are represented. This shows the great variety of the kinds of involve-
ment 1n the Technical Education sphere by different institutions. Universities, Colleges, Community
Colleges Technical Instltutes Vocational Schools, Industries, and Proprietary Schools of many types.
This diversity 1s good, and great care must be taken to assure that we never lose that diversity. .
The worst thing that can happen to our country is to ever allow ourselves to standardize, either the
type of mstltutloq or the type of program in which technical edugation is offered.

. The topic at hand 1s that of the search for quahty in technical education. ’I'he factthat technical
education 1s gtilt adequately mset.ure to still be searching for quality, is one of the most singularly
gratifying facets about technical education that is Loncelvable One of our greater faults of education
is.fourd amoung those institutions.and programs that have found quality. Such programs ‘“Have it Made”
and need no longer to search for anything. These are the schools that are so adept at showing every-
one that a ssmple replica of what we have 1s adequate and 1f everyone else will do as we do, no fur
ther search is needed.

he * ~ tw

e This reminds me of my youth in the South when the people of our community were identified
. with clearly diséernable characterizations. One of these groups was The *“Old Aristocracy”; those of
“Quality”” whogse only concesn was for eliminating all contakt with those who did not have “it”.

Woe and degradatlon fell to that house whose child chanced out of those hallowed halls and ‘allowed
the shades of darkness to mellow the hight of quality. The result was that the quahty of yesterday is
today a dead yoke hyng on the neck of progress.

" Woe be to Technical Education to allow any such yoke to drag us down.
Such aristocracy cannot be viewed with suchsdisdain if you are looking at quality through the
rosy glasses of the gentry. In these eyes there is only one goal - self replication. When outsiders
chance on the gentry, then they must be cleaned up to respectability so that others of quality can

dﬁa%t}ulips without holding a perfumed napkin to ease the smell.

One of the facts of society 1s an unwritten law of ‘“‘Social Gravity”. Nearly everyone.dn our
society seeks to'raise themselves above their current social status. This is expecially trl\g of any parent
for their child. The law statéd in short form s, “Every persoh and institution seeks to raise himself
to the next highest level of social acceptability”. This is most-aptly illustrated by the sequencing
cycle that institutions go through when a vocational school *rajses’ itself to the level of technical
1nstitute; therd “‘raises’ itself to that of a community college, then senior college, then university,
at which point branches are created to serve those of less quality in vocational and technical educa-
tion.

. i . .. ..
The whole 1ssue that’l am seeking to state 1s, ‘‘Whose value are ye to useas a guide in determin-
ing what_constitutes QUality?” ’ ! )

.
/’

-Every teLthal program has a diverse group of constituents to w hich 1t must relate - students,
ents, alumni, academic, other technical programs, and industry. To my mind the first and last
arg the most crucial., Each of their concepts of quality vary i light of their perspective. What we
chnical education must do 1s relate to each of these pressures but still remain true to the basic - ] S
“4losophy of technical education. Y q >
- 11 . »




One of the greftest traps we are likely, and are falling 1nto is that of seeklng accep-
tablhty by prostituting ourvelves to one of these instead of a reasonable and ratlonal balance

~with them all with proper © 1phasxs on those that are most crucial.

The student looks at a program 1n hght of his objéctives. If he is seeking a job with the

(training, then he must relate the quality to whether he can get, keep, and be promoted in a job

with the training he receives. Jhis basic motive for entehng the program 1s to enter a career field
and all ancillary activities relat1ng to the SLhOQl are immaterial to him at the moment. Degrees,
certificates, credits, related activities, are immaterial to his basic goal - a job with reasonable ex- * )
pectations of success through.promotion.

-

-
v

For the parent, quality is determined by the social status desired as a result of the joB se-
cured, resulting from the program. Cost and time involved in a program are of equal importance.

The alumni tend to think that each succeeding class should be made more diffictilt than the
Jast to maintain the quality of other graduates and their competitors. Their concern is to the main-
tenance of their own level of competence and that the standards of admssion and co mpletion should
be contlnually upgraded to'maintain quality. .

We, in technical education, seek adceptance of what we do by relating to other technical
programs.- We all want acceptabxhty by our peers and adopt many concepts and principles that
are common to assure ourselves'of peer compatibility. This is good to the extent that we are
assured that equal recognition 1s worthy. In the event students elect to transfer to another in- f
stitution with a comparable program, the opportumty should be available and only 1If the programs
are similar, at least have cdmmon objectlves is such transfer possible. Student%must not feel that
their geographiglocale limits their tralnmg opportumty and there should be enough of a common
objective in programs to allow ease of transfer and the opportunity to change when desirable.

LY

One of our greatest considerations must be that we not seek acceptability to the exclusion
of others. A common fallacy derived from the social gravity principle is that by lengthening pro-
grams and makng the entrance requirements more difficult, the program takes on more plestige,
and.is, therefore, of greater value. - LI

\ .

To industry and business, value 15 determined by the quality of the graduate. How well they
perform on the job and how well they get along with other people, fellow workers, supervisors, and
the management We must not lose sight of the fact that technical competence, compatibiity with
others, and responsibility are the three major reqursrtes for all students and workers.

.-
L
" The personnel manager and superyisor.expett the school to assure them of these Lharacterlstrcs
when a student is certified as capable by graduation. Too often we assure ourselves that the pro-
visiun of a technical competenge is adequate and we have completed our obhgatron once a student
has skills and knowledge of teclinology. Work habits are learned while in school. Promptness,
efficiency, Lare concern, rehablhty We cannot agsume that all students ¢ come to us with these
characteristics full blown, or that they automatlcall} assimilate them. €are must be taken to as-
sure the development, nurture, and growth among all students. . .

’

-

, We must Lontlnually assess how students are utl'lmng those characteristics derived from the '
program In order to do this, we must have ‘clear in our minds exactly what we want them to
ac hrove each objective; and how we can measure this ac hlevement‘ g

ok

12 . b ”




One of the most common ways of doing this is through advisory coramittees composed of those
that employ the graduates, graduates themselves, and supervisors of graduates. Tod often we claim the
" prestige of advisory committees but never yse them except for quarterly dinner meetings, at which .
time we tell them what a good job we are doing. They must be involved in evaluation, follow-up, and .
development. [ would dare guess that 90% of the advisory commlttees that are in existence are semi-
active or riot used to 20% of their potential. i

.

Our society has developed a strange paronia about academia. The academic community cycles,
thrQugh varied levels of commumty acceptability but has enjoyed a continuing love life that has not,
sighificantly lost fulfillment since the Datk Ages. A man with knowledge has everything. In the academic
circle, knowlgdge is derived from the university, therefo,re the ultlmate is the academic unwversity.

.
.

Much of edycation as it is practiced today has evolved around the university. All tradmonal
sequencmg of education eventually leads to thé university and a degree. -

‘ - b

A liberal education for all. Education for the sake of education. Give ma a man that can read.
Higher education for everybody. All of these parlous statements téflect a commeon concept, that
academia has the answer to all the needs of society. Not many of us would agree with these state-

:»ments as final, but do by tacit agreement by seeking academic acceptance. > '

The greatest threat to technical education quality is the adulteration of technical programs v
to make them academically acceptable. We are in a continudus process of adapting programs of the
post secondary type to.meet the terminology, characteristics, and quality of collegiate programs.

Education by tradition has a sequenung based on a numerigal schedule classified by grades or .
levels. This schedule starts with grade 1 through 12, then college of levels 13 through 16, and grad-
uate school levels 17 through 19 or 20. In recent years, junior colleges have developed that fall
into level 13 and 14. With the advent of post secondary schools of the technical specialty type, -

) either as departments of the junior colleges or of seperate institutions, they have beepn identified
as compatible to level 13 and 14 in order to relate to the tradition. For many in th®acedemic
. community, the 1dent1ty of technical programs has been as terminal type, that is of lesser quality
than the liberal educatxon of college. -

We claim, justly so, that there is not a lesser quality but a greater quality in technical education,
but still seek disgreetly or otherwise to be at.eepted in that academic community. We seek acceptance
of our graduates into the four year school and too frequently encourage our students to aspire to more
higher education in order to enhance the prestige of.our programs.

- Il .

&
We cannot afford to ignore the needs of those studentg that decide to seek further educatlon

but should take care that we not lose 31ght of the purpose of our program.

We need first to establish that technical education is not a level but a type of educatior. .
Forcing technical programs into the characteristic of grades 13 and 14 is an attifical structure that '
does not relate to the needs of students, but results in & classification system to meet the quality
identified by a segment of education whose main purpose is not the same nor frequently even Lom— .
patible to the purpose of technical education. - , .

ifa person graduates froma four year liberal arts college and then dec1de$ to attend a tech-
nical program, then the sequencing schedule referred to earlier mearp éhat tiie student 1s in levels

17 and 18 If he feels that he is going ba‘ k to levels Jd3and 14, he (.onsxdt,rs himself as repeating, ) < _*
which he certainly is not . i K - )
) & . ‘ L ; N ' oL -
\ . 13 11
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To becume acceptable, academigally, we have adopted a general polfcy of-‘requir’ing“high school
graduation to enter technical programs, but in many technologies this level of achievement is not
necessary nor desirable. Program prerequisites and requisites should be based on the spetific objec-

tives of the program and not on ailevel of offering to meet someone else’s structure.

Schedules for instruction are gie;/eloped_around artificial segments of instruction related to an
acedemic caléndar of quarters, semester, or tri-mesters. These are not in order to provide a more
perfect technical program, but to meet the requirements of an acedemic calendar. This results in

"many programs being forced into Constraints that make programs tog long or too short to meet the
. full needs of the student or of industx:y.. “ - ) . ‘

Certification of students has evolved from the concept of stating the purpose and type of pro-
gram completion to that of the degree. In order to be socially ascepted, the ass'oc;ate degrée is most
frequently awardefd forp two year program of instruction. This comes under the varying titles of
associate 1n arts, associate in scigpce, associate in applied science, and more recently in the associate
in technology. The main reason for each is to make them more palatable to the student and parent,’
because there 1s greater social acceptability for the title. The concern to industry 1s whether or not

.this termn identifies more effectively the actual result of the program. * ‘

«
- -

‘In order to meet the academic quality standards, a portion of each technical program is of-
fered 1n academic subjects.or sometimes referred to as related subjects. Where these §ubjects are
. actually related to the personal and technical uompetemies of an individual, they are indispensable.
. Too often, however, they are tacked on to make the program acceptable. We cannot lose sight of
the need for developing more than a technician, and where these non-technical subjects accomplish

this:goal, then they are desired. > ) .

- v e

’ -

My thesis in this discourse has been to point out that quality is a relative term and is deter-
mined by the perspective of the beholder., There are several perspectives from which quality is

determined. We, as technical educators, must determine %mt attitude'is mosf important. My theme,

- i1s that the goal is serving students and, 11t turn, businéss an iqdus‘try. If we listen to the cadence of
the academiuian instead of industry, then we are not achieving a }evel of qualﬁ’y that will stand the
test of fime. - o ' . ) -

o . . .
»
- ¢ - .
4

All qualhty 1s measu;ed on a base of comparison. Whose measure will we use? [ hope it is on
l the base of students and industry*ee@ :
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' IMPROVING TECHNICAL EDLJCA%ION THROUGH
- L TEACHER TRAINING - ’
s , * + Don Phxlhps Director | . -
S . Technical Teacher Education ’ . N
. BN ’ .Oklahoma State University . . ) )

. ‘ . . -

Pirstlef me say, that I am very ‘pleased to have this opportumty to part ate in thls con.(erence

I sirrcerely believe that those of us mvolved in technical educatnon are engaged in one of -

_lenging and exciting areas of educatipn that exists today i am further convinced that
opportunities that make significant contr_lbutxons that ‘aniy other educatxonal area,

) - I3
¥ o .
3

restlmg with what to do with the assigned topxc several approaches were consxdered
(gasxble to_pose as an expert and tell people how to do an outstanding job of pre-
education personnel When I learned, hgwever, that some of my Oklahoma col- .
e to attend the conference, I decided against this plan. Then my next thought was to spend
the time ex,plalnlng what now exists and to take credit along with my fellow teacher educators for a
‘job well done. It did't tdke much examination to reveal that this strategy had some weaknesses.

Flnally out of this searching I deuded to snmply examne some of the 1ssues related to the prepar-

" tiorr of personnel and to give my impressions of some of the contrlbutrons that techmcal teacher
~education gan make in our continuing search for quality. ol

- ) . . -
)

Before going further I would like to state that I am a teacher educator who believes that the
fmal responslblhty for quality rests with the nstructors who have contact with students, All of our
efforts to secure funds, build building, buy equipment, develppe curriculum or recruit students are
doomed to failure unless we place competent mstructors.in our (lassrooms and laboratories. I think
teacher education has made important eontrlbutxons to education and that the potential for greater
and more fgnlficant contribltions stilf exists. Consequently, the' things that I have to say should be
evaluated with this in mind. B . .

P ‘ < -

. The ra,p1d~ expansxon of technnuan edueatlon durlng the past ten to fifteen years 1s evidence of,
thls natlon 3 ablhty to 1dent1fy and solye problems Fora moment.Je; eyjgw.some of the achieve-
" ents of this period. Durmg the late 50's and early 60's conslderabﬁort was devoted fo identify-
ing and publicizing the needs for technically trained people to meet the demands of business, industry
and government. Voices from many squrces were heard calling attention to the changed and changing
manpower needs as a result of changes 1n the labor foree brought about by scientific and technological
deyelopments. At this time few technician education programs existed. Ehrollments were very low,
probably not numbering more than a few thousand. The programs that did exist were offered by a
small number of institutions and required the talents of a handful 6f people to teach and adminster
the programs . " 3 :

- v L]

. The contrast between then and now 1s very'striking In a few short years we have seen a mul- )
t1tude of istitutions develop technluan training programs. In fdct the number of institutions of-
£er1ng these programs today may be larger than the totgl enrollment of technician education gtudents

of fifteen yéars ago. Program offermgs have increased quite drastically and the 1mprovements in

physical facilities and equlpment are truly Fantastic. We really have comea long way , }

-

»



C%anges such as these are observable and rather easy to enumerate. Some ehanges which are less
obvious may 1n fact be more significant. Let’s briefly eor:{ider two of these. First the concept of tech-

" mcian education 1s genera¥ly considered to be much broadey than, it was a few years ago. Not many years

ago the majority of technivian education programs were in the engineermg and science areas. Today,
however we see programs 1n a variety of areas and the list eontmuas to grow. As an aside 1t is mterest

‘. 1ng to observe the development of technician education programs in some of the other areas. Today °

they are fighting some of the battles and examining some of the issues that were topics of concern in
the engineering and science areas in the early 60’s. The second important But somewhat subtle ac-
comphshment of recent years deals with the issue of legitimacy. One does not have, to go back too far
to find a time when there was eonsxderable debate as to whether technician education was a legitimate
function of public edtication that should be supported by public funds. Today this arguement has been
qureted and technician edu(.atlon has become an essential function of many institutions._In fact it is

« rather mterestmg today to hear some of tHe criticism that 1s lodged against public higher educatlon for .

. the failure to do more 1n this areﬁ Ope outgrowth of settling the issue of legitimacy hgs been the move
by the reglonal accrediting ass”écxatxons to develop procedures and standards for evafuaxmg and ac-
crediting institutions with teehmcal education offerings. It'1s my understanding that each of the regional
aceredmng associations has glven spec1f1c attentlon to this matter. At this point I think it appropriate to
say thanks to our friends 1n the Southem Assocratlon for thelr leadershlp in this area. .

An examination of our accomphshments 1s fun and can be a source of encouragement, Not only .
can we make ourselves feel good by reviewing the past, but hopefully we can learn things that will help
ys do better in the future. As we take time to examine and evaluate we should not devote all of our C
attention to our successes. We should be objectlvely critical, keeping in mind that we may not have
done all things well. In our rush to build programs, broaden our offerings and serve more people we may
-have cteated some problems or at least the potential for problems. . -

i

- \ -

. Tobe very candid I think that we do have some problems in our field. It seems to me that there
are some things that we have not done well and some areas in Whl(,hxwe <an make improvements.
though | have not had a chante to discuss this with the planning committee, the clinic theme and titles
of some of the oresentations indicate that they also share this opinion.

» " , -

Jfwe have problems related to program quality it seems rmport,ant to ask why. Again let me ex-
press an oprmon The roots.of most of the problems in technical education today can be traced to
personnel. Let me hasten to add thag this 1s not meant as an indictment of the people in the field. But.
rather as an indictment of our system or lack of system for personnel development that results from a
philosophy which places little importance on the subject. - - .

-

Let’t look for a moment at the 1963 Vocational Education Act which provided an impg®tus for

- growth and development in the total field of vocational and technical education. How much impor-

stance did the framers of this/legislation assign to personnel development? AsIread the Act I think
that 1t says that ‘‘net less than three percent of a state’s allottment should be expended for ancillary
services and activities to assure quahity in all vocational education programs, such as teacher training
and supervision, program evaluation, special demonstratwn and experimental programs, d lopment
of instructional materials and State administration and leadership, induding periodic evalu®ion of-
State and local vocational education programs and services in hght of information regarding Curreqt
and projected manpower needs and job opportunities.” Nine years after the passage of this Act s
approximately 3.5 percent of all vocatiunal and technical education funds were being expended for
personnel development. How ¢an an expenditure ; of such small sums be reconciled with the magnitude
of the task that.was created by the other parts of the legrslatlon" Was there an adequate supply of
trained people to plan develop and operate an expanded program of technical education at the trme
the legislation,was passed or does thrs reflect an attltude about personnel development?

[

\
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Specific attention was given to this area when\:e Education Professnons Development Act was
passed 1n 1968. The first funds appropnated under the provisions of thls Act became available in. FY
1969. Since that time these funds have.been used, to support personnel development programs in ‘all
areas of education including vocatnonal and technical education. In, 1970 some eleven lnstltutlons

were glven grants to assist with the development and upgrading of leadership development programs in
vocational and technical education at the doctoral level. The following year seven additional institu-
tions recerved stmilar grants. A major pertion of the grant furids were desngnated for support of dQC
toral candidates. To date approxxmately 300 individuals supported by these funds have ‘rompleted
theu' doctorates and are employed in the field. While some of us think that this'is a positive result
others do not. For example, those persons tesponsible for admm;st,enng the vocatitrial and technical
‘education part of the EPDA program are currently evaluating the charge that this huge influx of people
is creating an over supply.

~

-
‘.

, Some of the tather general assumptions that operate in ofher segments of our society are also
operable in technical education. One of these assumptions is “that a person who is successful in one
area 1s a sure bet to be suc&essful in other areas.”” To support thls simply, look at the number of i
-techmcally trained personnel,xn business, industry, government and education who are given assign-
ments for which they have ne training. As an example of this I recently heard a gentleman mention
that he had spent 11 hours thik week in committee meeting discussing labor relations in higher, edu-
cation. In hs opinion all of | ypreviou’s education and training as a church historian was of little use-

, fulness. Y

s
-

Another faetor that nﬂ}luenced our philosophy and programs in the area of personnel .
developmeﬁ? 1s ohe that was inf¥éritéd from hjgher education. Since many of our programs are

housed 1n mnstititions of higher education 1t would only seem natural to emulate their system of ..

prepanmg teachers. As you are well aware the system of preparing university teachers is to engage
‘people 1n a Ph. D. program designed to prepare researchers. It is obvious that the product of this
process is a gogd teacher.

Moving from the natioral to the state level what évidence can we find that states have given
serious attention to this matter? How many, state plans for vocational and technical education still
have a section on quallflflcatlons for technical teachers which reads “see trade and industrial education?”
» None I would hope, but there were several not too many years ago. If these statements were the result,
of a careful study and analysis by the professionals in the field then there is no cause for concern. If,
-however, these reflected an attitude of indifference or lack of information then there is cause for con-
cern, Unfortunately, there is some reason to suspect that the later was true in"many instances.

Another generalxzed concept that has impeded our personnel development efforts is “that . teacher
training for any person who is te¢hnically competent is somewhat superficial if not gctually unnecessary
This paint of view is a result of thinking of the role of the technical instructor as ¢ne ®hich requires an
individual to teach a prescribed course from textbooks and prepared instructionalimater 1 in a well de-
veloped laboratory and of-thinking of teacher trammg as a process designed to prgpare indi iQuals to fill
this role. Both of these positions are limited and incongruent with the real wor
of the thmkmg n regard to personnel development has been based upon these assumptlons

v

One last p‘omt regarding reasons why we have not done a better job of personnel deV/lopment I'
once heard an indindual say that progress hke electrons flow in the path of least resistance. Maybe we
- have drvoted a majonty of our attention to other areas because the task was easier and the results more
tangible. Maybe 1t Is easier to build a building than itis a teacher and certainly the short- terrn results
are more obvious.

4
'
- . 3 . .

With this as a background let's look at where those of us employed in technical education come
. from. Where did the thousands of people who have been recruited to fill the vacancies createdfby the
kmmd expansion of the past few years come 'from? How wete they trained? ¢
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In general these people were recruited from the ranks of business and industry. How many of .
us had the ‘experienc¢ of not knowing what technical education was only one day to find ourselves employed
as technical educators the next? What other choices were available? Programs desxgned to prepare
teachers and administrators for these programs simply did not exist. It also made no sense to spend
several years preparing personnel prior to developing programs, It was, theréfore, necessary to 1dentify
.those in buginess and industry who ha,d the necessary technical specialization and to con them mto be-.
Lommg,teachers Whlle this was necessary it is unfortéinate that in far too many cases little was done
to help them change occupatlons e

. Yes, I mean change ougupatnons When one leaves industry as a techmcxan ‘manager, supervisor
or whatever and accepts employment as an instructbr he has changed occupations. This change.s a
" very important and serious one with social, psychdlogical and’phnlosopfmal implications, The individual
recruited for zt,eachmg is usually very competent 1n his area ‘of speuahzatlon and 1s often considered a !
top emgloyee This is the primary reason why someone wanted him i iR education. When he leaves
mdust;ry to becemea teacher he'is no lpnger tops in his field. He is now a neophyte 1n an area for,
which’he has little or no training and in thany cases has little understanding of the magnitude of the
task fhat faces him 1f he is to truly become a professxonal and move }o the top. This change 1s very g

\gggicult for.some dnd 1mpossible for others. How many times have you heard a technical instructor
intfoduice himself as a te(.hmcal specialist rather than ds an educator? L i .

il . )

/

o .ﬁrnother result of our casual attitudes toward personnel has been the planning and development, '
of prdgrams without giving attentron to what teacher qualmcatnons are needed. Instead the planning
process goes from-inteption to fruition based on the assumption that qualified personnel are available
for employment What sometimes happens is that in the last desparate moments someone is hired to

fill the slot. In far too mgny cases these individuals who are competent in a technical area simply do
not have teLhnc1al expertlse consistent with the objectives of the program. . .

> . e
..

To thxs pomnt we have talked primarily about the instructors, but many of the same things exist -
for others in the fneld In fact we may do more to help our teachers than we do administrators. To be
very honest | am not sure ‘we yet know what if takes to be successful 1n some of the adminstrative
positions, Just recéntly 1 heard a very experienced and capable technical school admmlstrator wrest-

. ling with this very issue 1n regard to department heads. In this well established institution selecting

a new department head 1s simply a matter of chosing the most promusing individual from an%ung the
tead*mg fauulty After many years this administrator 1s beginning to question this process. In his
"mund he 1s beginning to think that there mav he a better way to prepare department heads.

Probably we should end this discussion of the reasons why we have n'ot ddne what we have not
done in the area of personnel development and begin to look ahead. As we 100k to the future our
proglems and needs are apt to somewhat differ from those of the past. Some of the positive’ tnmgs
that we have taken for granted in the past may appear as problems in the future.

3

In spite of the technical education revolutlo{l that I read about in the contemporary press,
there 15 some data which sugge'sts that vur enrollments may not increase dramatically 1n the immediate
future. How many of your schools are currently over-run with appliants? ‘In fact tifere 1s some
evidence to suggest that even today we have considerable unused capacity. "Does this mean that we
are adequately supplying the current®eeds for téchnically trained personnel while operating at less
than full capacity? Probably not. Just last v.e2ek for,example I attended a meeting where represen-
tatives from several secfors of business indust:y from several states pleaded with the educational com-
munity to prepare more people. . . - ,

»

On, the other hand, does the unused capacity indicate that we are currently serving all of the
peoplé who need and want technical education? Again I could offer my opinions regarding this
qu%txpn There are however a number of forces in our society today demanding that we base
dedisions upon more than opinion. Instead of opinions what we need is objective data.

T ?
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For dlscusswn purposes 1ft's assume that 1t 1s desirabie to achieve maximum utilization of our .
_ existing educational facilities  {This sunply means we mmt have more students. One simple salution
to this would be {o recruit moge students to enter our pregrams This*may be_the hest possible ap-
proach, however we should atfleast consider the possibility of developing programs, tec hmques and
strategies' for serving those stytlents who enroll in our existing programs, but leave because their
needs are not met. To be horfest 1t might be easier "and more ccon'bmual to reduce our dropout -
rates than it s to recruit larggr numbers of students. The accomplishment of this objective would
mvolve the entire educationgl community, but'T submit that the classroom instructors are the kgy o o
10 success. Unless, and until 'those prople are able and vu]hng to give wholehearted suppért to thg
development of such prografns sticcess will be minimal. Those Instructors who are committed te
serving only one type of stuflent will fmd n difficult to aueﬁt the responsxblhty for educa*tmg stu-
' dents with different needs. '

Nl -
. ~
. A Yo ‘.
* -

| play a key role in the development of programs to meet new and chang- -
ingpeeds. An institution that attempts to be responsive to current rigeds has considerably more per- ' .
sonnel problems than one gvhich changes slowly. Unless such an institutjon is willing to dismiss their ~ * 4
faculty when an unneeded program is droppvd the faculty members must be willing to move ifito new ,
areas and asslgnmontb Tihs type of movement 15 ofter painful and 1n some cases unbearabl.e What ' -
sometimes happens is a change i curriculm, orgamZatnon purpose and objemves but no change in
what Lakes place within ghe classrooms.and lahoratories.
’

. Changing progra to updazc or to improve quality 15 a never-endmg process which requires
creativity ﬁhd ingenuit During the past several years many excellent technigian education cur- ) .
-riculum'and 1nstructional materials hdve been developed. The extent to which these have,been used
has been limited becguse instructional personnel often do not know how to adapt the matenals tg .
their local situation. The same problem eXists with regard to hardware and equipment. In some
cases we have seen good equipment discarded and replaced because the local instructor was not able 7

“

to devise ways and means of using 1t in new situations. ’ :

Instructional person

N

v

.
-

Closely associated with, if not an integral part of improving programs, is the need to incorporate
the findings of research and development projcu,s While the amount of research and development work
in technical education has been imited and most of 1t has been accomplished in recent years there are '
some programs that have shown great potential. The extent to which these have been utilized 1s some-
what disappointing. Again, considerable responsibility for.accomphshing this task rests with the tech-
nical faculty. In many cases fhese individuals do not have ready access to research information nor do -
they have time to make exhaustive searc hes for research data. In other cases, however, the research
data that 1s made available to the instructors has hitle impact because they have not been prepared to
understand or utilize research findings. In far too many cases we find people who are openly suspicious
of anything called research. .

It probably goes without saying that the implementation of entirely new programs will be
necessary m the years ahead. The opportunity to do this presents one of the most exciting chal-
lehggs in all of education. This 1s particularly true of some of the interdisciplinry programs. In q
this situation you not only have all of the problems that go along With any new program, but you
also have to contend with boundary disputes among faculty. [ never cease to be amazed at how fast
we build up rather strong and firm departmental boundary Lines. Here it is extremely important that
indicidual faculty members be open-minded and willing to view things from an objective viewpoint.

When this is done the problems of implementing an interdisciphnary program are reduced and some
faculty members come to see significant advantages of the program. In those casés where judgments
about the program are base¢ on emotlu\lb untainted by ubjective data the probab.lity of success is
greatly reduced.

g
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Aruitoxt provided by Eic:

At this puint we have negsaid dnvthmgabuut thv role of techni al te mhcrs in thy dovalopent
and ust of edud Kional et thnolouyy, (.“\dIUd[lUH and accountability or many other ughlfu ant areds Sor
have we said anything about &hv mulmudv of rvspunslmlltu.s that a teacherghas in the day to day teach-”
ng process  While theseare of funddmenlaLtmpurtdnu time does not permit an exhaustive Cataloging
or dist ussion f many rt‘spuhblbllltlt's ox;guhmadl teachery W hat [ have dttcmpud to dose tu'pumt
out & few of the many ways tf}sxl technical teacheps influcnce the de velopment and maintenance of

quality programs This provides a se tting for.c \ammmg somg of the contributions that can be made bye |
\

technical teacher educatipn progran? Ve A . -t

L 4 *

~ e : . , -
A teshnical teacher education fac umjw_uiip_alu_mwﬂﬂh%y—%rwwrdmg pre-
SerViCe programs for technical teachers. Iffwe are to avozﬁj some of the problems that have plaguud us
in the past it'is important that we have more te.,u hef m‘epdratmn programs that are desngned tu pre-
pare technical teachers. For the young man or woman | who dt‘blred to pursue a careet in technical
teat hmg we must have well organized and articulated prcparatxon aprograms °The>u prograins should
st¢k to prepare the individuals to be effective 1n a « hang'm; world. (,ertaml\ a major Lomponent of
a pre-service should be the development of competence in the' teuhnulogy Within-our exasting
edU(amgnal structure this may be of the fhost difficlt tasks. lhedewlopmcnt of teaching com-

-

petence 13 also a necessary component ufa ‘PBre-service program. Here the teacher education faculty . ..
» should be cuncerned withthe latest delopmqnts n edutational theorv pral'tue and teuhnolog‘y .

Another important aspect of the pre- seTvice program deals&wth att,ltudz-s s A quality te?icher ¢duca- <

" tion program is built upon the notion that teaching can be a st wnufu activity. - While muc h remaing _

* to be duné. the gnal of a leal her education program shduld be to pruduu: a professional who- }gnows
what the resglts of his actions will be. To be effective, graduatey of olir programs must be open- mmded
and willing to vxammt ssues and seek objective Jdata befyre makmg do lelonb They must also be wil”
lingto re-examing 1ssues and take new positions in ligh of ngm evide neer f'supg.uw anuther way to
»ay this 15 that our graduates need to have “common sense.” This pruhahl}gxs the most dgffuult of

all subjects to teach. . . o L

. [ .
I ! ¢
Technicdl instructors must be effective communicators. This means more than devcloping a
&\fal ity with the language. It means heing able and willing to learn to communicate with students |
using their language, as disglisting as this may be. 1t doesn’t seem fair to ask a student to learn <ome-

* thing he doesnt know and to do 30 using a language he doesn’t understand. Perhaps a simple example

willillustrate this point. Not too long ago | read of an attempt<o use a standardized matherhatics
achieve ment test with a group of students in a particulat lecation in a ghetto area. One of the questions
designed to measure the student’t ability to solve simple percentage problems read. “*John had 12
apples and gave 4 of them away What percent of apples did he have left?'” Not one ;tudent in this
group was ablé to solve this prublem. Not because they couyldn’t do the calculations, but because

they couldn’t understand the problem. In their culture no one ever gave anything to dnyone, there-
fore the problem simply made no sense to them.  To be effective in this type of setting, the teachet
must learn to communicate.

N

Students in and graduates of our teacher education program should have, pride in their profession.

Nou vccupation is more important or has more potentsal influence upon so(.u-t); than education. The
* technial teather education student should recognize the importance of his profession. When a tech-
nical education major meets two vther students and one proudly says that he i physics major‘pre-
paring to make great contributions to mankind, and the next boastfully states ijat he .s an English
lit major studying the contributions that Shakespear made to mankind he bhcula not duck his head
as he tells what he does, Instead he should proudly state that he 1s preparfng for the most lmportant
jobin the world -teaching He should further remind his friends that there 15 @ possibility that sbmeone
very cJose to them maybe even one of their children might someday be in his « lassroom. Shuuld that
happen he could have considerable influence with that individual - either good or bad. They therefore
vught to be nice to him

20 L

-
by

A}

)

L]

.

A




" The technical teacher education faculty should be involved in a varlety of in-service funétions. ' ’ .
%'f‘hrough these functions the faculty can provide valuable services to the field of technical education.
Development of Lompetemw in the field of technology is an important in-service function. The teach-

er education faculty can provide useful services by 1dent1fymg needs and arranging p:ograms of various
%ypes tomeet these needs N

7]

Another important in-service function is to assist those people who have been recruited from
.business and industry to recognize the need for developing competence as an educator. One of the
most serious obstacles that must be overco me is that of attitudes. So many times these people see
?; ) absol%tely no need to be concerned about anything but technical competence. I recently heard a
report about a health occupations teacher education program. The person reporting on the project
Was very comphmentary of the project director and his accomplishments of the past three years.
. When pressed tu 1dent1fy the most significant accomplishment, the person making ‘the report said.
~ ‘Getting the RN's to recognize the need for teacher education.” Not being a nurse [ laughed loudly,
ut deep down I had to admit that this same situation exists in other areas. ‘
4 ¢ N
TecthaI teacher educators have several responsibilities in the area of research. For one, the
fauulty should be involved 1n conducting research. While I respect the right of eachy/faculty to define
its pwn research interests, it segms to me that most r sear(.hzhould be in thuse aréas that can serve
to improve the teacher educ.atx%n programs. The facilty should seek to'help technical teachers 1n
both pre-service and in-service programs to develop positive attitudes toward research and to develop
necessary skills and compétencies to be intelligent consumers of research. In addition the faculty
;should aid in.assimilating and disseminating research results. The teacher education faculty n co-
operatlon with other agencies tan be most helpful 1n the dissemination process.

. ‘ : ‘ .. ?

) Development and adaptation of curriculum and 1nstruct10nal matenals i1s another area that*
should be a concern of the teacher education department. Few teachers have competence n these
areas, and most of those that do have gained them through a trial and error process. This is not to c
say that the teacher education faculty should attempt to assume sole responsibility for curriculum
c_fevelopment. ‘The teacher ¢ducation faculty should however establish communication hinks with
those groups and agencies that are engaged,fn curriculum devel ent. Ailways attempting to de-
velop within their students those comp ncies requued to eva?ﬁ adopt and adapt available cur- .
riculum materials. The literature 1s full of examples of Lumculum innovations that have failed be-,
cause teachers were unwnllmg or unable to change.

.

)

This hsting of potential contribuytions from teacher education is not meant to be exhaustive,
simply suggestive. It should also be noted that I do not think that teacher education programs
make these contributions algne. Significant 1mpr10vement,s m our personnel development pro
will only come about as the resuit of‘va cooperative effort of all segments of the educational co
munity. If this can be done we will have made a major contribution to our *Continuing Seax;ch for
Quahity.”

ha

In closing I would like to read a statement that I adapted from one that appeared n this

month’s issue of School Shop g

[N

Teas,hmg 1s the most dangerous professaon It deals with our most precioys natural resource.
It.refines them into brave and wonderful people or 1t grossly degrades them. It results color, mold,
and determines the shape of our nation and the character of our people.

If our teachers lack luster, fewer of their charges will be as orizht as they might have been.
If (they) are cowards, they will teach their cowardice. If (they) are not responsible citizens, they
will produce pdlmcal idiots. If they become the tools of any pressure group ...... then we will all
shrink into a nation of domesticated.....cattle...... Thus, teaching must forever line in creative
+ danger, but teachers must hold onto the protective warnings of these terrifying IF's, lest these warn-
mes become irremovable reahties. -Frank G. Jennings, in Better Schools, April, 1958, reprinted in

Michigan Teacher, Fgbruary, 1971. . .
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. . . o Public Service Institute_. * - ., -
N . . - Loop College . e SR
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Most of my remarks are really po:nted tow ard those qurators whu are no; present, rather
than those who are. Perhaps that’s the crux ”of some of our problems ... we talk’ to,our selves more
often than to those who have built in aversions to Career Education. You put‘t“o Academicians
* ) together and they invanably Lreate a problem, cenversely . you put two Engmeers together and they

) " solve a problem.

- Y - 1

Were noj\\ 15 years or 50 beyond NBEA and Title V. In 1960 we were faced with a serious
problem’... excellent technology programs, modern equipment ... but no students ‘“‘Thousands of
students have failed to enter Programs for which they are qualified and interested in because Souety
generally places low value in those Prograrﬁs of nondegree positions™....s0 we said, Thus we ali em’
barked on a campaign of many avenues to bolster enrollments, most of you are aware of the move-
ment ... To Educate The Community ... To Educate The General-Education Orriented Faculty...

To Educate High School Counselors'... and oh ves.... To Educate Business and Industry...” Tell them
all about the need for- Technicians.”” Let me refer to an article... -

S

N

““Another problem is the effective recruitment of students into Career Pregrams. Many of the
Occupational Programs i the Colleges are enrolling 10,students a yrar and some sharp questions may
»  be asked concerning effectiveness™. Thisarticle also touches upon attrition. " Attrition from Oc-
cupational Programs may he a problem but certainly one not so great as some reports from Task
I Forces have indicated™.

The only starthing feature of this article 1s the fact ﬂ]z_n. 1t appeared in the May, 1973 issue of

The Commumity ard Junior College Journal, ... the author .. our ssociate Ken Skaggs. -
4 oo . . &

Back in the 60°s three conug’uou's Junior Colleges 1n South Couk ('uuntﬁ which ncludes”
Chicago. had a grand total of 33 students in their Electron}es Program and a combmed%wttal of
28 students enrolled in the Mech-Tech Curriculum. Now, these same three Campuses who no long-
or share facilities with the High Schools have 32 students in the Electronics Program and 26 regist-  +
-ered 1in Mechanical Technology. ' ) . ,

L3

. )

An Economic and Fiscal Commussion Review (FY 72) of a Public Junior College system makes
this observation ... “"Data from the Division of Vocational and Technical'Education and the Board of
Higher Education appear to indicate that a very large propurtnon of students are not completing the
programs and are not being employed in the jobs'related to their Career choice. Further, statewide,
only 8.6% of the students in Vo-Tech Programs are ever graduated formally tor, in a class of 35...
only 3 were graduated). : )

We can point our finger here and say... “This 1s the problem™ ...We canpoint our finger there
and say..That’s the problem™. Instead. of spinn™g our flywheels let’s make l:ke the Mazda and
look at “Effective Counseling (Counselors perhaps) For Effective Programs . 9

One of the educational sectors of which we in the Junior Colleges are supposed to pride our-
selves most 1s the counseling service. This s the commiiment that we (laim to do better than the
High School and the University. Infact. one State Junior College Board makes.this mandate ..

“The C;Hege shall have a well planned and organized program for cuunseling students by Lounselors
who ‘are gualified 1n _the area™. ’

ERIC o0 2 o
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By.and large the Jumor—College Counselors reflect xmpecable cnedentlalg, highly commendable {

n terms of ‘Regional Standards They use all of the™'in”" terms-and speak the language of the true-

ly Professional Educator. I'm not referring now to the “Boonsl{ Engineer” or the Technician .. )
these guys really articulate ... Modular .. Gogmtwe . Psychomotor ... Conceptual ... and many more. °*
Furthermore, they know all about ACT, CAT, CEB, TIC, TAC, [TOE,... but they are not conversant . .

with JOB. .Can this type of background be 1n the best interest of Techmiciap-Type Programs when

it 1s so far removed from the ““hammer and tongues" of this sector of higher.education? Would it .

be to our advantage to have counselors who can dlstmgulsh between such physical-.concepts as .

pressure and force...stress and stram temperature and heat...reactance and capacitance...
element and compound ...? ", /

e T < ! . -
T - .

This is what the explosive “*Chadwin Report™, altuded o earlier, has to say on the same
thesis ... “ An effective Ogcupational Program requires proper &ounselinlg and guidance for its
students. [{owever, a large majority of the Occupatiopal Deans indicated on,sur Administrative
Survey that their school’s Counseling Services need to be strenghtened. They indicated futther, that

not only were the number of Counselors madequate, BUT ALSQ. THAT THEIR EXPERJENCE AND
TRAINING WERE OFTEN IRRELEVANT TO THE NEEDS OF OCCUPATIONAL STUDENTS A

LA e A .

- 1
Thxs deficiency in our educational complex was further;emphaswed in an article that appeared,

last Fall, in the Mid-America Job Guide of the Chicago Sunday Tribune. Its titie, Sghlftmg Emphasis
Seen In Job Counseling”. In sufnmary, the article points out $hat Students 1n the Chicago, Public )
High Schools are not getting adequate information concerning Careers and 1t keeps highlighting this ~
‘preblem from various sources. [t fails, however, to zero 111 on the real w kness, except to say that’ '
“Guidance Counselors of the 70°s” must move 1n new directions and use a vanety of new procedures...
,;whatever that ma) lmpl.y As long as I brought the article along let me quote one source, at least.
-l - i
> Mr. Harold -Rosen Durector of Research and Developmerit for the Manpower Administration,
addressing the Amerlcan Personfiel and Gundance Assowation Convention, said,... “With so little
securjty and hejp.available to our youth in.moving from schoal to the world of work, perhaps
Counselors should take a more active part in helping smooth the transition. If Counselors are to
become a part of such a system, they will have to change them posture from ‘neutral’ cr ‘passive”
sources of Occupational and Job Information”. . .
. . ' » . % .
" Imaj ne, if you will, a potential student who saunters info the Admissions Office of a Junior
College during the Summer and immediately becomes absorbegl with the Electronic Brochure or
: one of several other fine programs. He is able to see a Counselpr and begins immediately with
penetrating questions mvolvmg course content, placement and'so on. Just picture the drop 1n en-
thusiasm when all he gets in response 1s the reading of the catdlog... “Well this course covers...
R-L and R-C (Single Time Constants) with basic types of dm’d}ng voltages ™ Step, Square Wave
and Sin...Sinu...Sinusoidal. The youngster squints and hopelessly asks... “What’s Sinusoidal?”
You soon develop a communication gap when both parties are confronted wit a foreign language.

~-GREAT MANY COUNSELORS ARE UNFAMILIAR WITH THE ‘WORLD OF WORK’ AND ARE .
ORRIENTED IN OLTLOOK TOW ARD THE BACCALAURf‘)A’I"E ARER”. -7 - - .
¥y - g . ) '

C4

Let me relate what one alert and progressive admmxstrafor d1d at a Campus that offered.
primanly Business,Secretarial and Engineering Technology ngrams in terms of a commitment to
Occupational Education. He simply called n the chairmen of.the Business and Technology
Departments and appnsed them of the problem and asked thefn to accept assngnments as Counsel-
ors with responsxblhty in the respective arears of specxallzatloh The Head of the Technology
Department, whom I°ll refer to as Pete, held Degrees in Mathématics and Electrical Engineering
along with industnal experience 1n the field of Electromcs. Now let me tell you how Pete would

have responded to the young man interested in Electronics. 5




First of all Pete would relate the need for mathematics m'an.Engmeermg Techiology Program and
how Mathematics and Fundamental Engineening Concepts are complimentary and how they prepare
a student, not only for immediate Job-Entry Skills but also for related areas in terms of future goals,
as options present themselves. Pete would then take the potential student into the lab and allow him
_to observe an experiment, if one was in progress or he would demonstrate some modern piece.of
equipment, such as a Dual Beam Oscilliscope. Finially, Pete could with a few exploratory examples
in Math and further constructive dialogue make a sound determination as to placement into a pro-
gram that at this point most seemingly suggested success. Cou]d anyone really challange this.ap-

‘/ . proach, as opposed to a battery of tests whose scores, at best, would be mterprebed with Academic_
- Rigidity. dlt - . . .

’ -
. ,

When I entered the field of counseling, the Chicago Board of Education just started to upgrade
. this position from a catch all administrative assistanship to a bonafied professional Office. At that
time the Supervisor of all Public School Counselors was.a very intelligent and Likeable man ( a
Physicist no less j who moved slowly and quietly but nonetheless seemed to come up with sugges-
tions that lead to solutions of day to day probiems confronting inexperienced counselors. Bill
didn’t have any formal counseling-guidance courses, as such, but he still gained the respect of the
professional association where his qualities of leadership and his scientific approach soon brought
him into National Focus. At every National Conference, however, he v.as forever being plauged

into taking a few courses in the “Field”". Well, Bill finally took two such courses during the Summer
Term at a large university. Naturally the word got around that Bill follo{ved the Associations sug-
gestions. When asked about the upgrading affect of the six graduate hours, Bill smiled and with no .
intent of satire, replied,..." You know, somehow those courses failed to bring out the elements that

I always felt were the most important ingredients that make for ' Effective Counseling™...sincenty

n berms of concern for the student™. Pete had sincenty and concern...there are other Petes...it’s up
toyou “to find them.

Y

-

. Many counselors can write up a class schedule for a student but not all counselors are involved
in the guidance process. Gudance to me means preparation for the next step...goals or objectives.
T Counseling on. the otherhand can be looked upon as a periodic service designed to expedite the
1 educational commitment in terms of goals or objectnes Thus Effective Counseling would tnitially
entail guidance. . v

Perhaps we may be looking 1n the wxung direction for the staffing of Counselors with respect
to Career Programs. Let’s examine or explore some conditions that may suggest criteria or set guide-
lines leading to EFFECTIVE COUNSELING (COUNSELORS), “In our Continuing Search For
Quality In Technical Education™. (George Mehallis asked me to work that theme nto this presen-
€ tation...so yoli see...I'm Sincere and Concerred).

- ' It might be time for the United States Office of Education to re-institute the Smith-Hughes
concept with reference to Counselors involved in Career Programs. Certification of Counselors with
appropriate reembursement giving strong consideration to relevant Industrial-Business or other On
The Job experience. In otherwords, someone who has a reahstic WORKING KNOWLEDGE of our
Society. This to compliment a modest academic background. Those same conditions that lead to

) the adoption of Smith-Hughes are suggested presently. We have Counselors who are adequately
prepared in terms of methods .but there seems to be a noted deficiency when 1t comes to gssocia-

. tion with some area of speuahzatxon\m the field of Engineering or Industnal Technology. Perhaps

. 1ts time to re-assess our priorities. I think that we could hold off for a short time with the-purchas-
ing of more saphisticated equipment until added interest 1s generated in some of the marginal pro-
grams. ['ve seen a lot of expensive equipment gathering rust, especially 1n the area of Chemical
Technology. It took one State nearly 8 years to compound 5 graduates. I'm not so sure that the
recent effort on the part of the Nati;nal Science Foundation and the Amenican Chemical Suciety,
along with the five partiuipating Junior Colleges, has changed this pamcular condition substantial-

F TC ly. I know, our College is one of the five. 04
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After three years we have only reached the fourth specialized course, last Fall we had no takers.
There are other areas of continued weakness that could be shelved, temporarily, tv gain funds to
subsidize Counselors 1n each of the Five Broad Occupational Fields. In my 15 years of funded .
programs...I've seen a lot of money spent just to balance the fiscal year. I strongly feel that
Counselors mvolved with Vo-Tech Programs should be selected on théir technical abilities and

related Career experiences rather than solely on those 16 hours of Graduate Credit
\

Let me dlrect you to one job-classification that could prove to bea worthy addmon to our

* Technical Education Team...Industrial Personnel Manager. Those people are available, eXpec1ally

following a corporate merger. You don't have to be very imaginative to utilize these credentials,
particularly with respect to counseling 1n terms of job-entry requirements, as it applies to the
Technician, along with critenia for advancement, The same monopolistic dxs’placement could
also provide us with other Technical Supervisory Staff with years of expenence and only severance
pay to show forit.
A}

Recently Italked to Harry Bigelow and thrOughout our discussion I kept thmkmg %bout how

furtunate it might be for a Community College 1if this guy decided to léave Argonne at an early re-

'tlrement i . L

v

Besides Business and Industry we have many highly qualified workers m various agencies of
the Government who at some point are willing to give up the luxury surrounding the triplicate and
hold, associated with a Bureaucracy, for the compromise offered by a Junior College System This
also applies to certain Military Personnel who retire at’a productive age. .

Another 1tem to consider...introduce c-ounseling assignments as part of a full-time teaching
load for facuity involved in some area of specialization. 1If you're interested in student performance

*and other factors contributing to achievement, what better way to find out? The determination

here 1s simple. All we have to equate 1s whether working with students on a day to day basis is a
more meaningful guidance technique than the prognosis of a series of letter grades interpreted by
someone far removed from the classroom. If you evaluate some of the more successful Career Pro-
grams you may discovér that the Coordinators, Durectors and / or staff are contmually involved
in the whole spectrum of the Educational Process,*which includes counseling. "The programs that
I have reference to are, Nursing, Dental Assisting, Food Service Supervisfon, Prosthetics, Child
Development, Law Enforcement...just to name a féwf

‘43 -

At the Public Service Institute of the Loop Co{!fege every Career Program has a Coordinator.
The Coordinator 1s a recognized speciahist 1n a certain field and carries a full teaching assignment
1n his area of speciahization, except for released time to coordinate the program. The major
responsibility here, 1n terms of released time, is to counsel confinually with students. This invol-
ves, screening, admission, programming, placement and where appropriate, providing information
concerning transferability, such as in Law Enforcement and Child Development.

Asa follow-up on part time Counselors, what would be the objections of bringing in, per-
1odically or on a continuing basis, such key personnel as, Shop Superintendent, General Foreman,
Customer Service Engineer, Chief Draftsman and so forth, to counsel with students in the evening?
We've done this with guest lecturers. I can think of many ways in which to draw upon the exper-
tise of a seasoned Shop Superintendent...not only would the efforts of Career Planning be updated

' put the whole, Area of Technology could stand to gain by someone directly involved with the en-

tire automated-industrial process. After all, isn't this what Technical Education is all about...

as .

\
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HANDS ON EXPERIENCE" Further, we mlght Wﬁ}lt to explore the 1dea of Career Planmng Sem-
inars, which could be held for 3 or 4 Weeks prior to Fall Reglstratmn At this time we could

. utihze consultants such as Plant Managers, Personnel Managers, Chief Chemists, and other relevant

professionals along with our own Staff. We may als6 choose to brmg in at this tﬁ;le certain High
School Counselors for upgrading. The shortcomings in this area are sorely evident.

The thoughts expressed, 1hus far, seem to comphment one of the objectives referred to in
the Keynote Address to this Conference 1n 1972...“Career Education in qur Technologxcal Socxety
is designed to prov1de dimefision to the education of all Americans. These are some of‘lts most
urgent objectwes It aims to acquaint all of our youth with a knowledge of all of the different
kinds of work which must be done in our Complex Society and to kindle in each the desiye to
master sorge exciting job which needs to be done. One which will make him self suporting™.

-

I don’t think that you»ém}ld fulfill thess aims sc;lely with a sequenge of courses at the 400
level. ‘ - . ) ’
J , .

In keeping with the Philosophy of the Keynote Objectives, it might be apprqpriate to in-
itiate a Work-Study Program during the Summer for promising young Counselors assigned to
Career Programs. Instead of sending them back to graduate school for more of the same, place
them strategically in Business or Industry for 8 weeks and then allow equivalent credit for this
relevant and meaningful experience in terms of hours beyond the Masters, as it may apply on the
salary schedule. Its conceivable that some of these, youpg Counselors have never been beyond the
confines of an educational institution. 4
' We talk abouth the Technician as a member of the engineering team. Why not include the
-professional as a Vo-Tech Counselor on the educational team? This of course...ONLY! after
he has acquired competence in his area of specialization and demonstrated professional growth.
We're tryihg to sell Business and Industry upon the concept of supportive personnel...The Tech-
nician...why don’fswe try our own product...let’t see if it’s as good as we say it is,

>

Tin

I hope that nowhere in this presentation have you detected any bias, on my part, toward the
Geheralist or the Academician. We need General Education...after all...that’s where we teach these

Kids that any become President. And 1if you study carefully what's going on in Washington lately...

that’s exactly the situation. At one time the Executive Brance was called upon to deliver the State
of the Union Message...Now it'sa cover up for the State of Corruption. Ironically, the or;ly sem-
blénce of creadibility in the entire fiasco stems from Technicians. | o
: 1

Professionalism must be considered an Attitude (Sincerity and Concern)¥.rather than a,
Status (Academic Achievement). In the Purdue Memorial Union hangs a unique Plaque, among
the Plaques honoring the great Presidents of this excellent University. Everytime I have cause to
sta'y-g_\t the Union I stopand admire The Man that is symbolized by this tnbute. Mr. Pat Tracy...
“The Unlettered Philosopher...Janitor...1881-1912... He Had The Respect and Affection of All
Who Knew His Loval Servic e and Cheerful Personality’... (Sincerity and Concern...no Doubt...).

When it comes to Philosophers, I would be remiss if I didn’t acknowledge a Giant in the field
of Technical Education. At this time allow me to para-phrase the Theme of the Conference, which
in itself is & most fitting tribute to this veteran... Mr. Technical Education...Bill Fenninger...

A Continuing Search For Quality...here again ...SINCERITY AND CONCERN.

It 1s my conwviction, that we will have EFFECTIVE COUNSELING AND EFFECTIVE PRO-
GRAMS only when a Counselor is qualified to answer in depth two basic questions posed, b:, the

Student who is about to enter a Career Program...“What will I be doing here (at the College) and
what will I be doing there (on the Job)™™?

26
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It is a very definite honor to be asked to appear on your program and to speak

. to, you on Management by Objectlves Fowill attempt to gzve you an overview of this

system of management as we have modified it and used it in the Oklahoma" State

_Department of Vocational and Technical Educatlon

First, let me explaln to you what | mean when | say that we are using an MBO
system. This means that every operatmg_unrt in the agency from the departmental level
to the smallest segment has a set of measurable negotiated objectives which outline wjat
that unit is to accompllsh AIso each individual in the Department from S@bte Director
to secretary has a series of job functlons and job objectwes which have been negotiated
with his or her immediate superv:sor This set of job ob;ectlves spells out th‘e results whlch
that individual is expected to achieve durlng the year. o 1

All of the area vocational-technical schools in Oklahoma arid. many of the,
comprehensive high schools are at some stage ot implementation of a Management by
Objectives System. We are working with one of the technica‘l education departments {n
one of our junior colleges on initiating- an MBO system. -

It is my impressien that one of the weakest phases of our system of vocational and
techmcal educztron is in management or admlnlstratlon at both the state and local levels.
In all too many instances, decns:ons ‘are ade with too little forethought and on an
inadequate data base. Management by Objectives requires a suffncnent data input and forces
us to do adequate pre -planning. There is an old saylng that ' If you don t know where '
you are going, any réad will get you there." | would like to ravise thaf'hyperbole to
read, "if you don't know where you aré golng, probably no road will get you there."

| will discuss three phases of @ Managemient by Objectwes operation. The first is .

the setting of organiZationaI goals and objectives, the second is the development of
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. individual (]’ob functions and job objectives and the third ;;hase is the organization and _
~e
_ individual performanoe review. Each of these segmeqts is crifical to thg successful operation,

.t - of the system. - : . . ‘ . >
<« . - [4

Tet's go into a little greater detail about the actua] operation of the MBO Sys'tem:'

, Firstof all, the organization must define its'purpose From its purpose, a mjssion statement
N b L ®

'is de\i'eloped For example,ta mission statement used by the Oklahoma State Department
. of Vocatlonal and Technjcal Education is @J‘d*educate train, and guide all persons wbo
[ ) EaL N

seek to develop the knowledges, skilfs, anef,,be aworal characteristics. that are necessary

L fo'r. employment A mission statement is a p |te to a goal A gmssnon stitement
. is usually derwed from a mandate, and,a manc us set forth by law. Laws give us the
source of fundlng used in the actual operation or carrytng but &ffthe organization's assigned
responsibilities. After a mission statement has been made, the next step is to define the

goals of the organization. Goals, as we use the'm are defined as broad, general statements

’ i of intent, usually not quantnflable The ’hext step is to write objectlves Objectlves are
> ! quantlflable They are short statements of mtent and must be measurable They should
. .mdlcate ‘What is to be accomphshed and when. This aII sounds easy, but let's look at
‘“- P -, the cntena for objectlves They should: ) L .
o 1. Specifically state what is to be accomplglshed “and by when ;
2. . List the ‘result to be accompllshed, and/t%r,the activities leading to a major
\ E result. When one ‘reviews the IiteratUre', he finds that Management by -
. T 'Objectives is listed as a result style of managenient, We are using the.word
~ activities because we found that in |mplementlng the system, that the further
L S : down the organlzatlonal ladder orie goes thef more- actlwty onented
o objectwes become. However each of these activities have results so MBO
7. . still remains .a result style of management. ] A " ) ,’
3. . State the expected result:a_nd activity inimeasurab.le terms. .

: ) 4, Complement or support the supervis_or's.objectives, departmental plans,'a_nd
: ' the long.range goals of the organizationf'." ' '
+ 5, Be realistic in terms of available resources.

Be realistic, but provide challenge and, growth:

e
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ldentify must and want objectives and welgh them accordingly. Many of

us list the wa.nt objectives rather than the must objectrves because it is
{4

much easier for us to do the things that we want to.do, and'vve must

be gareful to avoid this. There are certain things in the organization_ that
' we must do.. We should identify these as priorities and carry them out
first. There is‘nothing wrong with vvant objectives, but”we must have the
correct. order of priori'ty‘ in carrying them out. )

' At this time let's review and look at some guidance factors of what we have been
. .mlkiné about. The guidance. factors for the organizational objectives are missions of the

organization, goalls, obiectives, and mission of the units and their goals and objectives.

¢+ Organizationally then, what does MBO allow us to do? It no longer makes us responsible

“ ’ for the world: You are responsible for everything that your unit does or fails to do.

Next let's look at thé. components of an organizational MBO System. A unit's mission
Xtatement may be something like thrs (for a fu]l time day program) "To provide entry
leve: occupational training and pIacement assistance for those who want, need, and can
profit by- such actlvmes The goal for this could be to |mprove placement assistance
for“?ndnwduals in full-time day progréms The next stép then "would be to write an
organlzational objective at the unlt fevel. The unit objective then would be !"to implement
by 1 January, 1975, a skill accomplished test for the first level of mstrug:tion." Up to
this point now, we have covered what are called organi;atidnall objectives, which are one
component of the total Management by Objectives sy‘tem Accompli;n_ng\l{\is has caused

the orgamzatlon to plan, but yet, the individuals within the organization still do not know

what they are accountable for. So the second part of this system is called work performance
“objectives, where ihdividuals are responsihle for certain job objectives that they must carry
N out to help the organization to accomplish its overall objectives. -

At this time, | would like to examine the vvork 'performance objectives ohase of
the Management by Objectives system. First, it allows the individual to do some planning.
In the,planning proce:S, we define the job functions of individuals, we derive the job
objectives, we develop methods to achieve the objectives, and design the evaluation scheme.
The term job functlons may be a new word to many of you. | am sure that aII of you

are familiar wﬂl\_[ob' desﬁ'ptlons. | challenge you to go home and read your jOb description

and tell me exggtly what you are responsible for. Usually, you find that job descriptions

T e v 29 . o .
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make you rgsponsible for the.'universe, dnd you still don;t know specifically what you
were hired to do. But, on the other hand, job functions aré’ the major segments of your
work or those general area; in which you are held accountable for producing results. The
ideal approach for establishing job functions is this. the administrator independently writes
the .major job functions of the staff member's position. The staff member indepen&ently
writes his own job functions. sThe admiRistrator and staff member meet, discuss the job
functiogs, and mutually agree on the Eontent and relative importance of each job function.
"~ In most existing organizations, we find that the fi;st step has been omitted, beginning
with the s_econd step, and then the negotiation (the third step) ~a'IIows the administrator
to ha\cle an input into the job functions of indi\}iduals. This process has workad satisfactorily
" in efisti'ng organizations. An example of a teacher's jok functions can be given. Research
hes indicated that the three major job functions of a teacher are: (1) instructiqnal, (2)
administrative tasks, and (3) placement. The next step after job functions then, is to wri’te
job objectives for each of the job functions. Job objective;. are short statements that define
the results expected of a pe'rson in each function within a specified period of time. The
following is a possible list of personal job objectives. They deal with the function of
placen-1ent. ' ’

1. To -develop a list of potential employers by December 15, 1973.

To screen. the list and identffy desirable employers by January 1, 1974.
To survey selected business by March 1, 1974, for job openings.

ENEEZIN

To prepare students for interviews by. April 1, 1974.
5. To set up interviews for qualified students by May 1,. 1974.

! .

This system then, a'IIows the individual to more\ nearly tailor the ‘job to fit his
uniq'ueness while fulfilling the demands of the organiz‘ation. This is a process where the
individt{al ‘and the organization negotiate on what the job functiqns of the individual are
and then set those objectives that relate to the job function in order for the individual
to achleve the overall organizational objectives relating to his area of responsublhty

Why is this a goed system" One major factor is the fact that it is a faw#r system

because the individual has an input into setting the level of achievement and identifying

/what his particular fuaction is in the organization. A ,question often asked is, "How do

Wwe give recognition to individuals who have difficult object-ives versus those that h'ave
easy objectives?" This is handled by the following procedure. At the time the indiviéiual

and the supervisor negotiate 'thé .objectives and a-gree upon them, the level of difficulty
e

1
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is determined on a-scale ranging from extrémely difficult, difficult, some dlfflculty, easy,

and extremely easy. There is also a place Qn the form to |dent|fy the achuevement of

the objectlves ranging from~ exceeded, achled,.partlally met, little done, no activity. If ’

we gave this an index from extremel pult 5 to extremely easy 1, from exceeded

5 to no actwtty 1 then we can see th an mdlvtdual may have an extremely difficult
objective which is an index of 5, he pamally met it _an mdex of 3, whwmes a total .
index of 15, On the other hand, an individual may have an objective of some difficulty
a 3, he achueved |t a 4, which would give only an mdex of 12. So recognition is given
to deVIduals who have extremely difficult objectives even though they do not fully meet
those objectlves. There is nothing wrong with not meeting an objectlve provided that we
can identify why the objective was not achieved. One thing should be clearly po}nted
out. The benefit of a Management by Objectives system ‘is that it allows us to improve
the management of the organization. Only after we have identified why an objective could
not be carried out, then and only then, can we start to take steps to improve the situat“non
that cqused thebploblems in achieving these objectives. Without identifying the cause of
the problem, very little improvement can be made. ' >
At this time we have completed the planning phase of the'Management by Objectives
system. The next step is implementation. The only two parts' of implementation that |
would like to spend some time with are ‘those of delegation and motivation. belegation
is defined as the act of allowing one's staff to accomplish the assigned tasks. It ivncludes

the impartment of the responsibility to achieve job objectives, authority to make decisions

, required to achieve job-objectives, and accountability for achieving job objectives: With

proper, delegation, we should open the communications channels. No longer do we have

everything coming ~from the top. The leadership for the organizational objectives comes
from the top, bl;t the i‘ndividual has an input into this and it becomes a negotiated circular
system of management, rather than a dictorial system of manadgement, and the
communications up and down the line shauld be greater. The leadership for the objectives
to be accomplisheei is passed from the top down to each .Ievel of management. At each

level, the commitment to the actual accomplish?ment is reviewed and accepted" by the

individual and passed back up to the administration. At each level this negotiation takes .

place and upoh completion every individual to the bottom of the organization has

_negotiated his commitment to the objectives to be 'carried out for the organization.

o .29
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Another important aspect of delegation is the fagﬁt that an individual can't be
accountable for semething if he isn't delegated the authority to carry it out. At the time

the supervisor and the employee negotiate and review the objectives, the a?ﬁthority-‘for

}
each objective should be delegated so that the individual knows what authority he or

she has in carrying out the objective. This can be complete authority, a type of authority

‘.,‘ called report and act, or another type called act and report. Authority should not be

- —

N

confused with power. The degree of authority that *we are talking aboyt is the authority.
that it takes for an individuai to be able to achieve the objectives that have been mutually
agreed upon between the administration and the subordinate. Many people, however, feel
that when authority has been delegateg to them that this gives them the power to become
the creaior himself. This is n.ot the kind of authority that | am talking about. A rule
of thumb that shouuld be used is that an objective should be delegated to the lowest
level in the organization in which there are individuals capable of meeting that objective.
Arother item that might be of interest inditated in the literature is that if an individual
is working fourteen to sixteen hours a day, six days a wgek, he isn't delegating enough.
The second area that | want to talk about in irhple_mentation is motivation. Many
times ywe suffer from the central office syndrome. Every boss just knows that all employees
are lazy and untrustworthy. Every employee just knows that the boss is dumb and does
not knoyv what is going on. | would like to define motivation as we are using it. Motivation
is the activation and direction of behavior, and motivation has to be an internal thing
We don t really motivate peOple we provide people motivators. One form of motivation
used is the negative approach to motivation--in other words, the stick. This negative form
of punishment is not very acceptable nor very effective in a democratic society. However,
the one that is, is the positive approach’ to motivation or the reward type. This is, in
effect, where we dangle 'something out in front of individuals or provide them with the
motivators that it takes to entice them to do a-good job. | would like to tie this back
into Maslow's 'Hierarchy of Needs. At the time that | first became acquainted with Maslow's
Hierarchy of Needs it didn't mean much to me because | couldn't associate it with anything.
Only recently, in working with people,A have | begun to see how Maslow's Heirarchy of

Needs fits into the motivation paftgm. Most people in today's society have their basic

need for food and water satisfied. Most people are reatively secure. The third need of .

an  ®
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love and belonging is satisfied. If not, we can do this with the fraternal, socisl or civic

: organizations -that we belong tp.

* -
—

R When we look at what it takes to provide motivators for peopjé, .;/é are up into
Maslow's self-esteem and self-actualization needs for individuals. Every individual wants
to do a good job. He wants recognition, reputatioh, pre%tige, etc. On the other hand,
everybody wants to be able to become everything that he is capable ‘of becoming. So
when wor.king with people, we have to re&gnize at what level we need to prO\;ide the
motivators and provide individual staff those motivators that it takes to motivate them.
You can't talk to individuals about what a good job they have because they have two
weeks vacation and sick leave, etc., everyone offers these things today. So again, | would

like to emphasize that it is very important to identify what motivators are needed to

. entice the staff to do a good job. If we provide individuals with the recognition or the

motivators that they need, we m‘ight stop some of the ego screaming, becau;e the individuals
have had an input in the planning and they also have recognition for their accomplishmenis.

The last phase to be covered is the review development of the Management by
Objectives system. This is probably the most important part of the MBO system and when

. ; ~ . ‘ .
working with people, the one that | fear will most likely cause the organization not to
be able to implement the system. An example is that of the fear factor; the boss is afraid

to assist and evaluate. face to face, and the employee is afraid to inform the boss of
his problems. ' Simply stated the _review process involves looking at the planned
accomplishments and the actugl accomplishments. Performance review is defined as the
evaluation of the performance_ of each staff member m terms of h Il previously
established job functions and objettives have been accomphshed. There are ral fac?ors
that should be considered. Have th; job functions al:ld job objectives been well defined?
Has the individual had an opportunity to perform? Has the individual haq the assistance
that was necessary? Has there been a.reasonable working relationship between .the individual
and his supervisor? It is important to éall your attention to theé last item. In conducting
a performance review, we want to make sure that we evaluate the individual on the
objectives that have been agreed upon mutually by the supervisor and the employee and

how well he has achieved those ob;ectwes We don't want to get into the sub)ectwe part

of the evaluation where we judge people on.the way they wear their hair, the association

that they may have with other members in the organization, etc. As fong as an individual
' 33 4




is working in the parameter that has been defined by the organization for the employeé
to work, then the ind;idual should be reviewed on the merit of how well they have
performed according to the objectives that have been mutually agreed upon. “

Thel:e is a monitoring componént to assist with evaluation or some milestones as
we go down the line. We believe that there ought tc'> be a monthly evaluation, where

st the end of each month, the individual submits a short written report stating the status

of his objectives. We recommend that the report be composed somewhat like this. "This

is what | did this month that | didn't have scheduled. This is what | didn't do this month
that | had scheduled. This is what | plan on _doing next {ﬂgnth. These are thé problems
that | have encountered.” Then each quarter, we re;';orr:mend that there be a regularly
scheduled quarterly review and that the i.‘.dividual know that he is going through a formai
quarterly review. Then we have a yearly review to see how well we have accomplished
the objectives that we set forth for this time frame. This monitoring system has been
a very effective way to keep the communication channel open throughout the organization.
Another aspect of this is that if some objectives need to be changed, or if we see that
we are falling behind on an objective, then we have an opportunity to communicate

to the next level of administration those changes that need to be made with the status

of the objectives. In order to have an effective Management by Objectives system, it must

be flexible. We plan around these things that we know and we recognize that there are
going to be external factors that may neoessitat'e changing some objectives. What in t'h‘e
beginning may have appeared to be a good cbjective under a time frame, may at some
point‘in time during the operational year not be as good an objective as we first identified
that.it might have been and due to some external factors, the priorities to achieve an
objective may change. The monitoring system gives us the mechanism that we need to

be able to communicate the status of an objegtive.

-

| would, like to go back and review the points that have been covered.
1. The organization defines purpose and writes mission statement. Then it

writes its goals and objectives.

2. The internal units derive their mission statements and write their goals and
p objectives.
- 3. The individual derives job functions and objectives with negot'iagion with

av ¥

the unit head and"
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4.  We have the monitoring system that is used to check on the status of the
’ objectives. L

/

Another way that’we might view this is with a five-step system.

1. o;ganization's mission

2 the organization's goals and objectives

3. .the unit's missions, goals, and objectives,

4 the individual job functions and objectives, and
5. the monitoring system.

’Everything about the Managem‘ent by Objectivés system isn't peaches and cream. |
would like to present some of the major difficulties. First there is a lack of understanding
by the supervisors or staf'f members of what they are supposed to do. After a general
orientation, we usually find this to be true. A sesond difficulty is the fallure to follow
up and periodically evaluate accomplishments %fggoals or plans. As stated earher this
step 1s the one that | fear most in causing failufe of a Management by Objectives system.

If we don't foIIow up and look at the accomphshments then about the only good that

we -can see from a Management by Objectives system is the fringe benefits of planning,
but we still may not have accountability. The third major difficulty is that the procedure

. takes too much time and there\s not enough time available. Well, the system does take

a lot of time, but one of the things that we have been guilty of in an educational
environment is not putting enough time into planning. We always are going from crisis )
to deadlines. |f we take the appropriate amount of time that it would take to plan and
to set up things, then the organization would be operating much smoother. So, looking
at it ﬁggm the standpoint of planning, it pFB'B'abIY does not take too much time. The
fourth, is the lack of cooperation by supervisors and resistance to change. | would fike

to raise a question. Do you resist change? Well moust of you would indicate that you

~do ‘resist change, and | propose that you do not resist change, but you resist being changed

because change is probably the only thing that we have constant in today's society.
Why do you resist change? One of theé reasons relates to one of Maslow's Heirarchy
of Needs. When you feel secure in doing things that ypu know how to do well, you
are afraid of change. Something new scares you a little bit so you resist it. Another question.
How is anything ever made better? By changing it. Ndthing that | know of has ever been
made better unless it was changed. Now, | don't imply change for the sake ,of change;
tdt if, after doing planning, we see that a change needs to be made, then we are not
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going to be able to make anything better unless we do some changing. Again, not change
for the sake of chat;ge. The fifth and iast difficulty is just plain old lack of interest or
apathy. In any organization that you work with, one or two percent of your employeesc
will be apathetic towards the Management by Objectives system. There will be no interest
expressed, so you have to recogniz; this when dealing with people inside the organization.
“In summary, what will MBO do for you? {1) It force:s you to look realistically at .
your job. (2) It provides feedback on how well you’ are doing your job. (3) It establishes
priority for your efforts. (4) It allows you to accept responsibility. (5) It may attach
dollars to activities. In summary, the organization has a self-directed and defendable
function evaluated on accomplishments. = )
| would like to close my formal presentation with this quote. "We could say everything

is going according to plan if we had a plan." : )

’
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JOINT PARTICIPATION FOR PROGRESSIVE CHANGE'
THROUGH MANAGEMENT BY OBJECTIVES

P -

ey o cmrn e il

. J. E. Tompkins, Ph. D. .
- Vice President
/ '; Texas State Technical Institute

As universities expanded services to vastly mc:r%séd enrollments followmg World War II
and ncorporated new activities within the scope of the $ervices prowded the seeds of disenchant-
ment with higher education were plantgd. Attention was diverted from instruction. The clas-
sical classtoom professor became y y's commodity, replaced by the research professor.
There were other shufts in prionities and emphasis. Translocation of function, authority, and
structure became enescapable and effective managementdrected toward providing relevant and
high quality education was subsumed under a thrust to achieve status.

w quality mnstruction, coupled with many;political, social, and cultural events combined
to stimulate student rebellion on the campus. Students, demanding reform, thrust themselves
into the domamn of curriculum and instruction which had previously been a prerogative vested
solely with the faculty. This was accompanied #1th-a “do your owrr thing” or ‘“‘be your own
man”’ cultism which conflicted with normal regulatory process. '

-

As students invaded the faculty s domain the faculty in turn sought in invade the adn:umsm‘
tive domamn and demanded a voxce in management. While the rationale for such action was often
couched 1n esotenc and scholarly phrases, when examined for essence, it was mostly an effort to
achieve job security and equitable pay along with a License to teach without restrictive regulations.
Thus, faculty organizations were born. The resulting trend was a reduction in management ef-
fectiveness from mediocre to poor and a diminution of confidence by the general public, along
with elected and appointed state officials in the abilhity of institutions of higher education to
manage their business. "Out of concern and commitment to best utilize all resources in order to
serve the public, higher educatiorr is now being more deeply drawn into a growing philosophy of
government to “manage” all state affairs Like a gant industry. Contemporary interest is increas- .

_ing about the resulting impact of regulatory influences of state agencies such as Buards of Higher

Education or Coordmating Boards, along with legal constraints being engendered by courtroom
deaisions. This 1s a topic of discussion and exploration by professional educators, especially those
prone to ciuster 1n professional orgamzatlons which seek to establish the prunacy of faculty in
Lstitutional governance,

It appears that the focus of decision making is shifting from the campus to state-level man-
agerial authority centers, indeed, even shifting to federal levels. Faculty organization must also
then shift 1n form and strategy if they are to effectively participate or influence the decision -
making which is taking place away from the campus at the state’s capitol. Consequently,
faculty orgamization takes other forms such as unionism of psuedo unionism through profes-
sional associations empowered to serve as a bargaining agént. Such actions are inherently based
upon vested interest representation and the student’s need are ignored, except as they are in.
directly (perhaps conveniently) involved through establishing the rights,policies, and egonomic
factors 1n a negotiated contract. A worker management adversary relationship is estaplished on
campus which gives rise to a concern that the i1dyllic academic atmosphere and environment for
exploration and adventures into learning will be rendered unattainable by the very process em
ployed to assure its existence.
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These actions and reactions seem to escalate with little visible evidence of real improvement.
Students invaded the area of curnculum and nstruction, faculty organized and invaded the admin-
1strative domaun, decision making authority moved from the campus to state and federal govern-
ment levels 50 the faculty members organjzed on state or national basis. Next, it would appear,
student consumer organization will escalate to keep pace. The student union may well become
more than a gathering place on campus. Is 1t too late to return management and authority to the
campus and replace collective bargaining with collective management? Can control be returned
from the state house to the campus if responsible accountable management can be demonstrated”
Hopefully it can.

. . Because of the specific and relevant nature of technical education, an unusual opportunity

15 preseme;i for technical education to develop collective management system prototypes which
mcorporate modern concepts of management science. Because of the natural relevancy of technical
education. 1t 1s quite switable to specificity of objectives and, thus, amenable to implementation of
accountability being demanded by the public. Evaluation and accountability can be achieved as
by-products of implementing management by objectives strategy for they are essential ingredients,

Many administrators of educational mstntutxor')s are deligently seeking to utilize vhe strategy
of management by objectives. Properly implemented, it may well result in desired improvements
1n the effectiveness of managing an educational enterprise. Improperly implemented, it may be
a disaster.

Management science extols the virtue of participatory management. On campus, it appears
not only to be deswrable, but necessary to take this.approach because one of the most common
reasons for fallure to management by objectives can be traced to a pervasive tendency to erase or
munimize the human element 1n the organization and management. In an educational environment
where the emphasis is on human interaction, this is most undesirable.

To be successful on a college campus, the implementation of management by objectives
must emphasize mutual establishment of objectives. The mutuality must include inter-depart-
meni.aL, as well as faculty -administration interaction. Management by objectives bring into focus
those activities which should be undertaken to achieve desired end results, but it can lead to
“gun barrel vision.” People become intently fixed on achieving specified objectives because that
1s the basis of performance evaluation. Spontaneously arising situations which provide un-
planned for teaching opportunities may be wasted. It must be recognized that more than any
other enterprise; an educational organization is a social system requiring unlimited people-to-
people interactions, as well as people-to-organization interactions. When modification of human
behavior i1s the goal, emotion plays as gre’gt arole as logic and the degree to which the educational
climate can be controlled is far more limited than that of other enterprises.

-

Management styles exerts considerable influence on the likelihood of success in implementing
management by objectives programs. In an autocratic setting. objectives are issued by the boss,
while 1n a democratic setting, everyone participates in establishing objectives. Obviously the lat-
ter system 1s fraught with many more difficulties than the former, but there are offsetting bene-
fits to be derived from the participative or democratic approach. !

Management science extols the virtues of participatory management. Faculty seek par- .
tieipation 1n management. Students want relevant education. Therefore, a system of technical
Wducation designed for achieving specified relevant objectives, utilizing management by objec-

tives strategy with provisions for faculty pertncnpa‘{ion in management should appeal to students,

., faculty, public, and reduce administrative burdens. To accomplish this, a concept or model of
a technical education system must be articulated with the management organizational structure,
and complimented with a faculty organization. An educational system model 1s needed to pro-
vide direction to the design of an accompanying organizational structure.

Q . - 4
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There are different models of an educational system. One which meets modern criteria
for specificity, relevancy, and 1s designed to employ pnncnples of management by objectwes
is shown in Flgv.ée 1.

»

AN INSTRUGTIONAL SYSTEM MODEL

STUDENTS
(input)

Desired

Outcome
bjectives),

Compare
Desired” to
Actual Outcomes
(evaluation)

FIGURE 1

The model conceives the educational system as a process having students at the input.
The students are sub)ected' to learning experiences and graduates are the output. Certain
measures of performance are made on the process and output which are compared to pre-
stated objectives and, by this means, an evaluation of performance is made. Based upon the -
evaluation outcome, changes are made in the process in order to bring the system perform-
ance and output into alignment with pre-stated objectives. Evaluation may also indicate the
need to alter objectives.
In this mode} the actual education process consists of four identified elements:
1) personnel; 2) curriculum; 3) facilities; and 4) instructional tactics. Obviously, it is
assumed that if these four elements are properly available, effective instruction will take
place and suitable graduates will be produced. Performance measures must be taken on
each of these elements and compared to respective objectives. Through this process de-
cisigns are reached about expenditure of resources and changes planned to made needed
Q improvements. Y
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The organization structu:e should be specifically designed to maximally implement the
instructional system model. The traditlonal table of orgamization for educational institutions
1s pattemed after industrial orgamzatlons and based on comcepts of span of control and a
pyramiding structure. Thus, faculty report to department heads who report to division heads

k « Who report to deans who report to the presidents. Decision making authonty is rationed to

hierarchical layers and is primarily centered in the upper one or two levels of the pyramid.
Work and division of responsibility branches at each point within the structure. A division head
usually handles all administrative responsibilities of the departmertts w1thm a dmsxon A typical
chart 1llustratmg this concept is shown in Figure 2.

. The pyramid structure leads to vertical comp'artmentahzatlon and creates barriers to ho-
rizontal iateraction and communications. Further, each layer within the structure becothes
points of diffusion of effort. If an eighty percent efficiency factor is assumed at each point

in the vertical structure, 1.e., the person at each point understands, agrees, correctly communi-
cates and supports an order with an élghty percent performance factor, by the time the order
1s relayed through four orgamzational points theoyerall effectiveness factor 1s reduced to forty
percent. The end result often bears little resemblance to what was expected at the point of
origination of the order.

-

R

Tall Vertical organizational structures also lead to high inertia in response, bureaucracy,

and create ogposition to change. A flat strucutre will encourage broader horizontal inter-
e action, group participation, and reduce oppesition to change. '
<

An alternative to the system illustratéd 1n Figure 2, is to partition the management respon-
sibihities of all departments by function and replace division heads with management personnel
having designated functional responsibilities for all departments.

TYPICAL ORGANZATION STRUGTURE

' | PRESIDENT
R |
| DEAN

| |

DIVISION|  [DIVISION]  [DIVISION
HEAD | | HEAD, HEAD

DEPT DEPT DEPT. -
HEAD HEAD|.  |HEAD

T 7T .
FACULTY MEMBERS
FIGURE 2 X

»




In keeping with the previous model for an instructional system, the functions of instruction
have been 1dentified as personnel, curriculum, facilities, and instructional tactics. An orgnaizational’
chart based upon this partition of responsibilities would appear as shown in Figure 3.
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INE & STAFF ORGANIZATION
T
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CURRICULUM
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TACTICS
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'FICURE 3 :

Figure 3

This design has the advantages usually accruing to a system utilizing both line and staff po-
sitions, 1n that at allows for specialized expertise in the staff position. A disadvantage is evident
1n that care must be taken 1n organizing the communications system because of the large span of
control, Considerable authority and responsibility is vested at the lower levels in such an organ-
ization.

Having established the model and the organization, attention is directed toward incoxpor-
ating a compatible faculty organization which meets the desires of faculty to pamcnpate in manage-
ment and accrues the potential benefits from partncxpatory management.

Participatory management holds forth the glittering promise of stimulating employees to top
performance, motivating to excel, reduce employee dissatisfaction, reduce turn over, and generally
improve the managément malaise. There is some room for doubt about the extent to which these
benefits are realizable, yet, 1t 1s reasonable to assume the concept is creditable. The principal bene-
fit which may well rank far above all others in importance is reducing resistance to change. Planned
programs of progressive change aré crucial hfe substances for technical education which must keep
abreast of contemporary changes in technology.. A dean once remarked, “If you are teaching the
same materials you taught last year, you are at least one’year out of date.” How true!

~
[
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Lack of relevancy and the inability to make changes contributed in a major way to the rupture
of bonds between student, faculty, and administration. Students are consumers and are entitled to re-

“ceive what they seek and for which they and the public pay. A properly constlt}xted faculty organiza-

tion can not only overcome the resistance to change, but become a viable forcs which insists upon and
stimulates change. To accomplish this, management roles must be assigned to the organization and
responsibilities, objectives and performance evaluations made upon ?e contribution of the faculty

" organization just as they are made upon management personnel. Th purpose of the faculty organiza-

tion is to join the management team to improve effectiveness, not to' wrest authonty away from the

administrative staff. Therein lies a vast dlfference with many faculty organization. .
A\

A faculty organization compatible with the educational system model and organization present,ed
above could be designed as follows. The faculty organizatioh would consist of elected representatlves
to seats on one of four councils. These councils are identical to those defined elements of instruction
and management functidn, namely curriculum, facilties, personnel and instructional tactics.

The purpose of each council is to v;'o;k with the respective manager to estahlish objectives,
performance measurement systems, evaludtions, and formulate corrective actions 1n the assigned
area of responsibility. Thus, the vouncil members are a part of $he management staff to assure the ' -
effective implementation of management by objectives strategy. Through this system of elected
representatlon on the management team, faculty have a means of input into establishing procedures,
ways and means, goals, and instructional processes, thus, have a measure of control on the future.

Figure 4 illustrates the anticipation interaction of the councils with the regular adminjstrative staff.

One of the major deficiencies of management by objectives is that there is a strong tendency
for it to devolve into a meaningless exercise in paper work. Properly carried forth, a great deal
of attention is required to measure progress toward meeting objectives. Challenging and realistic

. objectives must be established by involving personne§ hiving responsxbxhty for goaf achievement.

A faculty organization established along the pattern suggested provides a flow of ‘‘new faces™ and,
thus, new energy in the management circle which should contnbut,e materially to maintaining per-
formance and continued effective implementation of management by objectives.

)
.

Most...lmportantly the total approach to managément and organization briefly described, holds
forth the promise of joint participation for effective management and to maintain reIevancy and
_instructional excellence through assuting continuous progressive change.
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“NOW THAT THE FEAR IS OVER”

. . Delbert Morrison - Director - Duncan Area Vo-Tech
Management by objectives 1s by no means new.. Ass matter of fact, my father introduced me tb this
system when I was very young. I was next to the youngest. of six boys and my father had always in-
structed us not to ask for the last piece of chicken in the platter. One summer windy evening while
enjoying Mom’s good fried chicken the kerosene lamp was blown out by a sudden burst of wind. My
father reached for the last drumstick and suffered six fork wounds in his right hand - I must admit his
objective was sound but the managenent procedure needed _more advanced pIannmg
My appreciation has been extended to Dr. Bill Stevenson and Dr. Charles Hopkrns from the State
Department of Vocational-Technical Education in Stlllwater Oklahoma Tor their knowledaahle as-
sistance in implementing our MBO System.

- . .

I analyzed the MBO System-as a means of finding solutions to problems and someone has said that
_solutrons to problems are like keys in locks, they don’t work it they don’t fit. And if solutions aren’t
the right ones, the problem dosen’t get solved. Problems are caused by differences between'what
people do and what someone wants them to do. Unfortunately Educationa] Institutions are not with-
out problems in.relation to how problems are caused especially when we consider the different groups
of people involved, Groups meaning. ‘students, patrons, teaching sztaff administrative staff, and the
governing board, Each group in essence is drfferent in what they wimt to do and what someone wants
them to do. No longer can weapply the “Golden Rule” to the educational process. You are aware,

- no doubt of the meaning of thisgyle. “He who hath the gold maketh the rule.” And too often, the
“identified problems’ often isn’ ft%—:e prohlem at all. It is often a symptom of the problem and until
a problém 1s understood and deflmtely 1dentified proposing the solutron is more times than often a

‘shot in the dark. -

The MBO System‘does 1IN essence serves as an aid m recognmon of problems and provides direction
1n setting up goals and objectives whereby workable solysi 7S can be made in solvmg identified
problems. - | . K \ ».;c. i .

‘ Vhth the 1nceptron of any new and dlfferent technrque apprehension is sure to be presng.amoung the
staff members. The announce;nent of MBO was no exception. Reaction came in the form of “Now
we’re going to be held accountable for placement b students” - “If I had all top quality students I
could do a better job of placement”, and “This is the beginning df merit pay for Instructors.” The
most common stated objection heard was “Someone in the State Office is working on their Doctor’s
degree and dreamed up this busy work.”

In August of 1970 prior to the beginning of school,and durlng the i 1n seifwce pefiod, the)ﬁt}uctronal
staff was asked to méet for a three hour session daily to formulate their individual goals @objectwes
In, order to minimize time and simplify directions a copy of the institutions stated objectives was pre-
sented as developed by the committee. Also, Dr. Chuck Hopkins was utilized as a resource person thé
first day of the in-service training period. Workrng together, the'end of the first 3 hour session, found
much of the confusion disipating and some insight as to the'end result developing. Two weeks 30 -
hours, 12 dozen gripes later, fifteen instructors had developed their own goals and objectrves by depai't:
ments with some revisions needed.

The success of a MBO System 1n'a Vocational-Techni’cal-‘School_ is dependent upon several factors-

). B . £ I °'C,‘
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1. Recognltlon of Need The need is determined by the Adnnmstratlve Head Local initiative must
be present for the system to be sold and unplemented among the instructional staff.
T - -

T '

2. Slmpllc1ty The institutions needs should be assessed in priortized form, objectives stated in re-.
lation to the needs formulated ari’d stated®n measur:able terms.

3. Revnew updat)ng, and revision - Once the system is 1n1t1ated mto the edycatianal system, a con-
stan{ review ‘must be made between the Administrative Head and the individual instructor. This

periodic review permits the addition o‘f new goals, deletlon of pn-reallstlc gqals and a modification
of present %oals - -

The advantages of this'"system were assessed after ore year. A few are worthy of mentioning here.

v
-

. ‘ ' . ‘e,
1. Students become the main benefactors of rklistic objectives. R

2. An assessment i is readily available during the conferences held between the Administrators and
. Instructors g -

 SY

3. BX consultations and conferences new goals may be outlined and old goals modified where needed.

4. Well prepared and méanlngful goals and objectives prov1de du‘ectxon for activities leading to the
prime mission of the institution. . -
“Now that the fear is over,” the end result of the dedicated work brings satisfaction and a sense of

accg'mplishment to the instructional staff; but of most importance, a key to fit the ‘lock.

v

-

!




B ( ACHiEVING QUALITY THROUGH SUPERVISED
WORK EXPERI‘ENCES ’
- o Allied Health 7z
W. D. Workman I
[

~ .t

. Greenville Technical Education Center

¥
~

. To begin with, perhaps I need to answer a question raised by.one, of m.y erstwhile friends at Greenville
TEC when he learned I was to talk with you this afternoon. “Why me?” On reflection, it was gleg-
_ itimate question, and an answer ‘may be of use to you. )

—~ . . -

I'm in the role of a reporter, describing to you some of the actwmes relating to getting high quality
into allied helth training programs through supervised work experjence. These are activities that we
have gone through at Greenville TEC in recent years, or that we have observed in visiting other schools
engaged in allied health training. Much of this presentation will fall in the category of ‘““do as I say,
not as I do because we have learned through mistakes as well as from the things we have done right.

Greenville TEC has 15 programs in the allied health’field, with a staff of some 50 geople and enrol-
Iment of nearly 600 students. We have successfully undergone 9 separate accreditation visits cover-
ing the 10 programs liable for such accreditation. We have a success rate of better than 90 per cent
on national and state licensure and registration exams, in some programs, the rate is 100 per cent.,
We are using more than 50 different clinical sites in our training programs, ranging from individual
physician and dentist offices to major hospital complexes of more than 700 beds, in over 15 dif-
ferent cities and towns. . i .

—
-

So yod can see that we have had ample opportunity to gain experience_in setting up clinical train.
ing, both in how to as well as how not to, I am delighited to share some of the results of those ex-
periences with you. ! \ .

Several definitions are in order here at the first. For this discussion, the term ‘“AHied Health” will
be used to refer to careers coverning all those workers in the fields of patient care, public health, and
healthresearch who ehgage 1n activities that support, complement, or supplement the professional
functions of physicians and dentists. The associate degree nurse, or the technical nurse, will also be
included, in that clinical training for that category of helath worker is required and appropriate for
this discussion. We can further refine the definition by including only those careers that require less
than a baccalaureate degree in order to fully qualified for the particular field. Such careers include
those for which preparation at the level of the associate degree, the one-year diploma, and the cer-
tificate for less than a year’s training are required. We are not including those careers which require
only on-the-job orientation in order for persons to become fully prepared. s

B}

K

Another definition concerns “Supervnsed work expenence > A more usual term is “Clinical experience,”

AL 1 4 AL 11

but you have probably heard other terms such as practncal work”, practxwm chnical lab time” and
others. Isuppose that the most widely used is *“‘clinical experience.” Clinical experience for allied
health careers typically has two elements. 1. It takes place away from the educational setting, in an
actual place where health care is being delivered, 2. Students undergoing this portlon of training
receive academic credit and no pay. s -

~ "

Now with that out of the way, here'ls the key statement to the whole speech. Because of the nature
of allied health careers, there 1s httle opportunity for learning from mistakes. The meshing of académlc
preparation and job performance must take place during training. Thus, quality in clhinical expenence
is essential. ‘ .
. ¢ »-
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" What, then, are the ingredients of a program that has adequate amounts of quality built into the
clinical experience portion of the training?. This list we will go through magyot be all-inclusive,
but 1t is a check list that has served us well. These items are presented in nig particular ranking or

priority. They are: \

L . ot —
—-Active, involved advisory committees - ok

-¥Currlculum design for clinical reinforcement

-Well -experienced, well-trained and competent clinical superv1sors -
~Clearly defmed clinical experience training objectives, stated in behavioral terms.
~Clearly understood and well administered grading mechanisms for clinical experlences
=~Good clinical site selection

~Contracts with clinical sites ) .
—-Choioe of programs based on demonstrated need and employment potential

. ~Didactic instructors who themselves.have clinical experience.

. -

’

-

A few comments on each of these topics is appropriate. I know that some of this material will be
very basic to you; yet it needs to be said. ’

[ ]
Active, involved advisory committees are essential to just about every technical educatipn program,
and allied health programs are no exception. Regarding the clinical training, your advisory committee
members will lead the way into the clinical sites and provide major asststance in dealing with the ad-
ministration of the various agencies to be used for clinical training.. Selection of the members of the
committees must be done with care, as with y your other adv1sory committees, there needs to be
representation from the administrative ranks of the agencies you are seeking to serve, as well as
representatlves of the career itself. As an aside, we always seek to have representatives of thé public
schools on our advisory commlttees and they are most helpful in'setting up recruiting efforts for
the programs, as well as 1n helping see to it that courses designed t6 prepare high school students
for the various careers are available where possible in the public schools.
In designing the curriculum for the program, the clinical portion must be developed along with the
academic side. It makes little sense to present material to the student that for six months or a year
he will not be called upon to know in the clinical setting. Academic work and clinical training need
to be closely interwoven, in weekly chunks if possible. We have had success with some curricula that
have students'in the clinical setting two or three days a week and in class the other days. Alternate
half-days 1n class and half-days in climic. This is effective, of course, only after several quarters have
passed, during which the student is given the very basics of his training. Generally, the further ad-
vanced a student 1s 1n the program, the greater amount of time he spends in the clinical setting. In
several programs, this becomes 40 hours a week for a quarter or two, either at the end of the full
program, or 1n the middle summer quarter. In our nursing program, class size is timited primarily by

the ability of the chinical sites to handle certain numbers of students. We are starting classes in that
Eogram every ‘otBer quarter rather than starting one large class in manageable groups at the beginning

the school yéar; the students then rotate through the various clinical areas.

Objectives for. chinical _leémmg experiences must be developed as throughly as for the didactic portion,

if not more s0. These objectives must be in writing, stated in behavioral terms, and understood by
students and clingcal supervisors alike. Effective objectives that are followed will ease the situation
frequently encountered in which students are misused as employees of the clinical site rather than for
learning opportunities.

.
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As critical to the success of clinical training as any other aspect is the quality of the clinical supervisors
themselves. It goes without saying that those doing the supervision must be qualified to do so. When
clinical supervisors are members of the faculty of the training institution, it is easier to have qualified
control. Yet, the costs of allied health training force institutions to make use of the hospital or other
agency personnel for clinical supervision whenever possible,, "To improve such superyisory key.people”
who are to serve as clinical supervisors should be on your advisory committee, they should help develop
the objectives for the clinical training. The educational institution should provide training sessions for
all those people who -will be serving as clinical supervisors.

The actual arrangements between the school and the supervisors may take many forms. Ideally, they
work for the school full time and are thus subjgg to your direct control. Realistically, however, costs
will likely prevent that situation from being common. Supervisors may be full time employees of the
clinical institution, and work for the school on a part-time basis, or they may be full-time clinical in-
stitution employees who have been assigned the duties of clinical supervision for the program. What-
ever the arrangement, and it likely will vary from program to program, it must be closely monitored
and carefully screened to make sure that it is meeting the objectives. It is very éasy for a program
drrector to get 8o busy on campus that not enough attention is paid to the clinical area, particularly
when some sites may be out of town. The administrators under whose jurisdiction the allied health
programs fall should spend a signiﬁcapt part of their time working with the administration of the
clinical sites and checking with program heads to make sure that ‘“‘out-of-sight, out-of-mind” does not
apply to clinical training.

In the tramning sessions with the clinical supervisors, much attention must be paid to the grading
mechanism to be used. It must be simple, it must be =asy, it must provide for reasonably accurate
assessment of the student’s performance in objective terms. Grading'mechanisms that call for para-
graphs of narrative comments will not be well received by clinical supervisors who already have enough
to do without gttmg bogged down in more paper work. Check lists with “go-no go” types of eval-
uation can be an effective way to pull out the information needed. It will also be well worth the
while of th&’ program head to provide for some sort of input from students regarding what they per-
ceive happening to them 1in the various clinical sites. They will know when they are getting good
expenences at a chinical site. And there will be times when personalities will influence evaluations,
particularly when the evaluator has not been trained to look beyond such conflicts in assessing the
performance of the student.

“Clear” and *‘easily measureable™ are the bywords for clinical evaluations, even when your own people
are doing it. Evaluations should also take place relatively often. A one-shot deal at the end of the
quarter or semester will seldom be an effective evaluation.
Selection of the chinical site itself is critical. Many allied health programs, particularly those that *
come under the accrediting purview of the American Medical Association or other professional =
agencies, have specific criteria that clinical sites must meet. Such Items maybe specified as the size
of the facility, 1n terms of patients, procedures, etc..., the accreditation of the facility, qualifications
of the staff of the facilty, presence of certain equlpm&t of different types, and space to be allocated
to the students (lockers, study rooms, etc...). . K
\Als&zqulte important 1s the attitude of the facility administrators and staff people of the various
, departments involved with the training program. It is not uncommon for cooperation from the
administration to be of the highest order, whereas nothing but problems come from dealings with the
departmental staff. Thus great care must be given to establishing a rapport with the departmental
staff, because 1t 1s there that the ultimate success or failure of your clinical experience will lie, There
will likely be employees 1n the clinical facility who will view as a threat the establishment of a riew
allied health program 1n therr field, and sometimes they are right. Others will resent the additional
work that supervising students entails. And in many cases the situation involves the hospital’s
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_closing down its own program and turning it, the training, over to the educational institution. We

had an incident in which departmental people lost a source of income when the hospital closed its
program, and shortly therwfter we waltzed hack over there asking them to provide clinical super-
vision for free.

The rapport between the school faculty and the clinical site staff will be handicapped unless the
faculty includes people who themselves have had experience in climcal work. Instructors who
lack first-hand knowledge of the problems and situations within chnical facilities will in many cases
have trouble relating to the staff members, and it will be difficult for them bo cause the strong tie-in
between the didactic and clinical portion of the program. -
In selling the clinical institutions and staff on the idea of supporting the educational program™hrough
the provision of clinical supervision, we have been successful-by pointing out the benefits that accrue
to the facility in better trained and more numerous graduates, in allowing the hospital with the “pick
of the litter” at graduation time, and in some cases providing faculty status, or other benefits, to the
supervisors.

- 7 N
Attempts by educational institutions to offer programs for which there is not a true and demonstrated
need for the graduates will generally meet with less ceaeratlon from clinical sites than otherwise,
yet if the educational instituation is trying to set up a program for which a need does exist, it has
been our experience that the facilities will do all in their power to help.

Let’s assume that cooperation with clinical sites has been forthcoming and everything looks good for
the program. Dpnmf to put down in writing all understanding between the educational institution
and the chinical site, and get the statement signed by both parties. These clinical agreements, clinical
contracts, or letters of understanding wiil be invaluable, and are actually required for accredition in
many cases. The degree of complexity of these agreements will depend upon the two institutions
involved. Our general practice has been to enter into farrly comprehensive agreements with major
chimcal sites, and to supplement these agreements with letters of understanding between the program
head and the corresponding member of the hospital staff. physical therapist to physical therapist,
radiologic technician to radiologic technician, etc... For small agencies or private offices, an ex-
change of relatwely brief letters may suffice.

Included 1n the agreement.s should be admlmstratwe points such as insurance, emergency room care,
cafetena and parking priviledges, uniférm and dress codes, staff and faculty relationships, and a
clear delineation of the areas of responsibility for each party. Basically, the clinical institution is
ultimately responsible for patient care, and the educational institution is responsible for the student.
Also, a statement of the conditions under which the contract can be dissolved needs to be present,
and should give the educational institution adequate time to provide for its students should a par-
ticular site withdraw, 90 days, or at the end of the next quarter, might be appropriate. In addition
the numbers of students that can be accepted by the clinical facility at any one time and other de-
talls should be part of the agreements either between the institutions or the respective departments
of the institutions:

Let me re-emphasixe a point mentioned earlier. The key to the success of allied health training
programs depends in large measure in offering only those programs for which there are demonstrated
needs and true employment potentjal. Allied health training programs are expensive to start and
expénswe to maintain, and should be begun and continued only forthose careers for which jobs are
available. If not, problems are likely to arise with clinical sites, with fundmg sources, and with staff

and student recruiting. g
H
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This does not mean that the educational institution cannot take the lead in seeing to it that employ-
ment opportunities do exist. There is no better selling point than a well-motivated, well-prepared
student working in a clinical site to cause that program to succeed. Conversely, if clinical sites are
sent 'poorly»pgepared students who fail to exhibit interest and a willingness to learn, the program may
as well be ¢&3&d down.”

In conclusion, let, me state another obvious point. The quality of health care uli':imatelx delivered
15 dependent upon the competence of those providing the care, and the competence of health care
personnel 1s, 1n turn, largely determined by the quality, of educational preparation for health service
roles. Well-thought out,and productive clinical experiences for students are an indispensable part
of high quality allied health training programs. ’

Wy
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Achieving Quality through Supervised Work Experience
Charles J. Fisher, Director )
’ - Southeast Florida Institute of Criminal Justice
Miami-Dade Community College ’

r A ,'

Good afternoon ladies and gentlemen It is a pleasure to speak to you on behal of the Southeast
Florida Institute of Criminal Justice, Miami-Dade Community College. The theme for our program

s “Technical Education - A Continuing Search for Quality.” Keeping this in mind I will confine

my address to the theme. . -

Before one may adequately discuss supervision in the criminal justice system, an understanding as
to what the criminal justice system comprises must first be discussed.

The criminal justice system is composed of many agencies and numerous people. I would like to
give you a description of the criminal process and my remarks are intended only to provide a broad
overview of that process with particular emphasis on the number of people involved at each stage.
When thinking of criminal justice I believe perhaps the one subsystem that appears io be most on
one’s mind is the law enforcement agency because it is indeed the largest. There are approximately
40,000 separate agencies responsible for enforcing Federal, State and local laws. Only fifty of these
agencies are on the Federal level. They account for the investigation of less than ten percent of the
estimated 350,000 felony prosecutions each year. The primary burden lies on the 200 State and
39,750 local agencies. The size and organizational structure of the local agencies varies considerably.

In the GreateP™iami area, for example there is one County Department of Public Safety and twenty
six local police departments. The size of the departments varies from the 1,100 Dade County Depart-
ment of Public Safety force to several small town departments with five or less full-time officers. The
educational requirements and salary structures of thé various depal;g,ments also vary considerably.
Each department is responsible to its local government unit. g

Another aspect of the criminal justice system is the involving the judiciary. This involves deter-
mination, sentencing, defense and prosecution. The prosecutors are usually elected officials having
a county-wide responsibility for prosecuting criminal cases. In many urban areas the County pro-
secutor may be responsible primarily for felony cases, with most misdemeanors and all ordinance
violations prosecuted by the City Attorney. The great majority of the counfry's 2,700 prosecutors
serve in small offices with at most one or two assistants. Often both the prosecutor and his as-
sistant are part-time officials. In Dade County, Florida, the prosecutors staff is twenty-seven, the
size of a medium law firm. In a few states, the State Attorney General has respunsihility for all
criminal prosecutors. In most, however, he has more limited authority over local prosecutors al-
though the authority may be sufficient to achieve a fair degree of coordination. So far only a small
number of Attorney Generals have moved in that direction.

Federal prosecutions are the responsibility of the ninety-three United States Attorneys who are

. Presidential appointees. The United States Attorneys are subject tq the authority of the Attorney

General who establishes major prosecution authority for the country. The operations of the Unjted
States Attorneys are supplimented by the Criminal Division of the Department of Justice which co-
ordinates activities and furnishes research and manpower assistance.

"I wonder how many of us realize that only aboat two percent of this 200,000 lawyei's engaged in

private practice today accept criminal cases “more than ocasionally.” Many more lawyers, however,
may receive an ocassional court appointment to represent an indigent defendant. And, whether we
realize it or not, approximately six percent of all defendants are indigent and most communities use

an assigned counsel system.
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In my home county of Dade, a Public Defender’s office has been established as in most major metro-

politan areas. And here is something I think most taxpayers should be aware of. It has been estimated

that State payments for felony representation for. indigent perscas reaches approxxmately seventeen

million dollars per year and are clearly on the rise. ‘ - n

Most of us are aware of the Court. Most of us are aware of the duties and responsibilities of the Court.

But, how many of us fully understand the process in which it functions. The Courts of the First In-

stance, variously termed Magistrate Courts, Justice of the Peace Courts, Municipal Courts, etc..., have

jurisdiction. in all minor misdemeanor cases. In addition they bear a major responsibility in proces

sing felony cases. Ordinarily felony defendants make their first appearance before these Courts which

set bail and inform the defendants of the charges against them. Magistrate Courts also hold preliminary

examinations in felony cases. In the F’e_deral Courts these functions are handled by United States

Magistrates. Felony cases are tried by Courts of General Jurisdiction frequently called District Courts,

Superior Courts, or Circuit Courts. These courts usually have a county-wide jurisdiction encompassing

awil as well as criminal cases. Frequently they also serve as the first level of appeal in the misdemeanor

cases tried in the Magistrate Courts. Judges in Courts of General Jurisdiction are lawyers and are elec-

ted in more than half the states which includes the State of Florida. The Courts of General Jurisdiction

in the Federal system are the ninety-three ¥&eral District Courts.

Today we are hearing more and more about rehabilitation and the need to develop a good parole and

probation system. In the State of Flonda every Court of General Jurisdiction has the assistance of a

probation officer. In many states, however, probation officers serve only the ¢courts in the metro-

politan area . The probation staff conducts pre-sentence investigations to assist trial courts in arrv-

ing at appropnate sentences. It also supervises convicted felons who are placed on probation. At

present this mcludes over 250,000 adult felons. The correctional institutions include prisons, work

camps, county jails, etc... The major institutions are operated by the state with counties having respon-

sibihity for local jails subject to state supervision. Approximately thrity-eight percent of all adult felons

currently subject to correctional authonty are in institutions. This then is an overview of the criminal

justice system. It gives you some idea of the complexities involved in the system.
s [

Therefore, when we think of achieving quality supervision in the criminal justice system through work

experience we would most generally take into account the various disciplines involved, the goals of ’

each, the diversity of tasks, and the behavior objectives of their personnel. But when we think of our

theme, “A Continuing Search for Quality,” we must think of research and’%novatweness in a changing

society, which affects chis system. The American Justice Institute is involved in a project entitled

“Systems and Training Analysis and.Requirements for Criminal Justice Participants.” It is funded by

the Law Enforcement Assistance Administration, the Califgrnia Council on Criminal Justice, the Michigan

Office of Criminal Justice Programs, the New Jersey Law Enforcement Planining Agency, and the Texas

Criminal Justice Counci]. In therr project report summary of findings they stated that Project STAR,

which this project 15 better known as, has been designed to have an impact on the reduction of crime

and the improvement of crnimunal justice resulting from improved performance of operational personnel.

The PrOJect observatiqns involve indentification of roles, tasks, and performance objectives, determina-

tion of goals and skills requirements, formulation of educational recommendations, development of train-

ing packages, and the identification of selectxon criteria for all positions. In addition education programs

for the public will be developed. Pertinent social trends impacting on the criminal justice system will be

identified and plans for the implementation of these products will be outlined. Project STAR's design

provides f for four major research methods to be employed in the accomplishment of these objectives.

1) Analysls of perception through survey/techmques (2) Observation of individual performance in

the field. (3) Search of appropnate literature related to the criminal Justlce system and for expert

opinion.




Surve);'s were conducted to determine how a representative sample of the public in California and of
the operational criminal justife personnel from the four participating states perceive the criminal

justice system. These responges were analyzed to identify their constructive expectation of the system,

and a total seventeen roles were identified. Agencies were selected and staff teams conducted role per-
formance analysis of roles and associated tasks during periods of observing the various criminal justice
personnel at work. Performance objectives were written for each position based upon the empirically
derived and observed roles and their relatxonshxp to the task performed in the hine with their individual
position responsxblhty These findings were then submli;ted to professional resource groups in folr
.states experienced in the field of criminal justice, advisory councils and special consultants. A search

of the literature was made to compare project findings with those relevant research projects and to

. analyze social trends with a potential for impacting on the criminal justice system. These finding in
the literature provided contextual background for the state. ]

The major findings resulting from project research on the roles, tasks, and performance objectives are
characterized as:

1. Related Research Findings. Where project results were compared with other findings and where
the grades between the perceptions of the ideal roles of the criminal justice personnel are viewed as
different from the real world of roles for these individuals;

2. Social Trends. Which reflects how the impact of such trends as population growth, urbanization,
democratization, and economic affluence impact on the criminal justice system with implications for
the selection, education and training of its personnel who are,confronted with conflicting issues such
as assembly-line vs. individualized justice, custody vs. treatment, impartiahty vs. discretion in a rapidly
changing society;

3. Futurist Papers. Which outlined the nature of future themes in the field of criminal justice whese
the emphasis will be on major crimes, protection of rights, rehabilitaticn, effectiveness, and where
increases will be seen in the use of ypformal or negotiated disposition, diversion, or community based
corrections. Each of these factors pbint to the requirements for improved education and training,
measures of effectiveness, and improved availability of infgrmation;

4. Roles. Include a total of seventeen roles, thirteen of which are considereg to be system roles re-
lated to more than one position and twelve related to the position of judge, thirteen for police, case
workers, and correctional workers and fourteen for the prosecutor and defender;

) . ,
5. Tasks. Which included a total of fifty-two tasks identified for police, thirty-nine for case workers,
thirty-eight for correctional workers, twenty for prosecutars, eighteen for defenders, and fifteen for
the judge. Thirty of the fifty-two were cansidered to be assistant tasks since they related to two or
more posntlons L .

6. Performance ObJectwes Performance objectMes Wef‘e outlined for each position based on the re-
lationship existing between the roles and tasks.

‘ ' !
In addition to the commonality evident throughout the roles, tasks and performance objectives there
was little variation among the four states when these roles, tasks and performance objectives were com

pared Wosition.

I believe the result of Project STAR will have a big impact upon achieving quality through supervision
in crimnal justice. If supervision is to be effectyve then the supervisor must evaluate subordinates be-
,havior based upon the role and objectives of their positions. In criminal justice the aforementioned
has to be clearly defined. . N
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In fact, an analysis of the findings of Project STAR has led to conclusions ranging from the prediction
of increased occurrence of crime during the 70's, variations of the perceived goals among all criminal
justice personnel, agreement on desirable criminal justice personnel behavior between the public and
operational personnel, the need for system training and emphasis, to the final conclusion that inadequate
attention 1s bemng given 1n the cniminal justice system to the impact of social trends, the perceptions of
its personnel and the public, and to the importance of constuctive personal values reflected in the be-
havior of its personnel as well as the public. Finally, recommendations are made for the development
of educational recommendations and training packages for operational personnel and education pro-
grams for the public based on the roles, tasks, and performance objectives and focusing on the system
as an nteracting, dynamic entity responsive to the impact of the currently existing and predictable
social trends.

-
I

Once the réles, goals, and objectives are clearly defined, then an effective performance evaluation
program 1n the area of cnmunal justice may be developed. The success of the system of course depends
on a sufficient amount of accurate and relevant information on the performance of each employee
being evaluated. Incidently, in the past most criminal justice performance evaluations were done in

a rather perfunctory manner using essentially vague critetif%uch as initiative and dependability by
supervisors who may or may not have adequately observed the workers’ performance. Quality
supervision depends upon identifying job related standards and that such standards relate to 2 well
defined Job and to the goals and objectives of the agency. To achieve quality through supervised work
expenence requires constant observation of the behavior of personnel for how else may a supervisor
personally direct the energies and abilities of an individual or group of individuals towards the accom-
plishment of predetermined goals.

Project STAR certainly emphasizes the continuing search for quality.
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ACHIEVING QUALITY EDUCATION THROUGH SUPERVISED WORK EXPERIENCE
-- AGRICULTURAL AND INDUSTRIAL -

By Gayle W. Wright
Parkland Junior College

’

As I review the conference proceeding to this point, I can only say that iff is indeed a gratifying and
humbling experience to be a part of this- - the Eleventh National Clinic ¢n Technical Education. The
naked truth is that we have amassed a group of leaders who represent the mamstay of technical educa-
tion throughout the breadth and depth of this country. A,nd in this arena, we, as co-equals, as firing
line people, have been liberated to do a job. Fundamenﬁaily, that job 15 to prepare new generations of
qualified personnel for the technical manpower needs of this nation. I, for one, am most happy to
share in this responsibility and to be a part of the challenging era ahead.

Henry. Ford said, “Coming together is a beginning, keeping together 1s progress, and working together
is success.” This clinic personifies success. We're gathered to deal with the “now" concerns and is-
sues confronting this business of education. Mpre speafically, we are concerned here with extending
our educational delivery systems - - extending them to include the relatively new dimension in oc-
cupational preparation, that being st?qctured on-job-training. \ '

I feel a longstanding sense of involvement, and an ongoing enthusiasm, for this approach in the pre-
paration of young people. If you share in this enthusiasm, thank God for it. If you do not, pray to
God that you will develop 1it, because not unlike other agencies of our society, educational institutions
are now being held accountable for their products. And this is as it should be. Society has acted in a
prudent, sage manner.

Very basically, on-job-training contnbutes realistic individualized experiences which help the student
mature for entgy mto a highly competitive job market. It tests the effectiveness of the schools’ in-
structional programs and sharpens the focus on the employability of graduates. Too, on-job-training
draws emphasis to educational accountabihity and lastly, and most importantly, mandates a school
world of work alliance.

As we look to the barebones essentials of a quality on-job-training program, we must consider as
munimal. (1) a well-defined training tnangle, (2) a training agreement or contract, (3) planned
learning activities, (4) seminar activities, (5) evaluation procedures, and (6) a strong public rela-
tions program.

If we turn our immediate attention to the training relationship, we can see that an optimal arrang?/

ment among the student, training station, and the institution would be of equilateral triangular con
figuration. The student 15 nvolved in this relationship because he needs to secure additional com-
petencies - - - competencies not afforded within the confines of an educational institution. The
training center 15 involved because, as our economy continues to shift to a service base, a reservoir
of quabified employable personnel is created, and the school is involved to extend optimal learning
expenences to the student - - a basic founding philosophy educators have held dear for many years.
Within the kﬁ@\ created by this interdependent relationship, are the learning activities. These
activities provide the base on which on-job-training survives.

The relationship just descnbed is contingent upon the initial establishment of qualified training

centers. This can be a difficult task, however, here is how to make this a simple job. Scrutinize
potential training centers to identify desifable ones. This process should include. (1) securing
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nominations from students, (2) driving by potential centers, (3) accepting invitations from employers
to cooperate, (4) talking informally with employees of centers, (5) talking with people who do business
with centers, and (6) reacting to personal impressions. Contact each desirable training center for an
appointment to discuss the curriculum. Follow this with a letter to the management, confirming the

. appointment and include a brochure describing the curriculum. Structure the appointment to include
the importance of on:job-training as a part of the curriculum. Then ask the training center to do three
things: (1) signa trammg agreement, (2) assist the student in acco mpllshmg various learning activities,
and (3) evaluate the student. Answer any questions the potential training center may Have and secure .
a commitment from the business or agency to serve as a training center. The commitment may have
to be secured on the phone after the training center management has thought about this training union.

! Advise the confirmed training centers that the student trainees will be jn contact via letters of ap-
plication, and advise the interested student to write those letters of application. Coordinate the re-
sults of the interviews so that students and trammg center mgnagers are aware of which students will
be training at whieh centers. Lastly, schedule a conference among the school coordinator, the train-
ing center; and the student trainee in order to complete the trajning agreement and to structure the
first day of on-job-training activities.

Employers and educators have long agreed that the graduates of occupational programs should possess
a good attitude, the ability to communicate, and technical competence. These attributes, or character-
istics, must be developed through systematic instruction. This instruction should be relevant to future
needs of on-job-training as well as the broader goal of fitting for life. The underlying goals of pre-
training instruction should include. (1) the development of an occupational gerspective, (2) the devel-
opment of occupational vocabulary, (3) the develpment of basic skills req in the occupation.
Optimum pre-training instruction will include contributions by other members of the staff, including
those from communications, business education, social science, fine arts, physical education, pure
science, and the applied sciences. A good cross section of courses from the other areas will help
to develop the students’ attitude, communicative skills and technical knowledge.

P
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The student trainee must participate in instruction during on-job-training. The underlying goal of

this instruction should be to provide exposure, practice; and understanding of occupational

activities. The approach for accomplishing this goal should include the following: (1) a defined’
trainer-trainee relationship. The relationship must allow for the student to be responsible to one

person. (2) The trainer should guide the student through the occupatlon by exposing him to the

learning activities. (3) Specific activities of the occupation should be demonstrated to the student.

(4) The student should participate in and practice the learning acthty (5) The student should dis-

cuss and study the activities to develop understanding, and (6) the student should assume a teaching

role and instruct the school coordinator regarding activities of the business. These activities should be
reviewed to determine if the student is competent with regard to the occupation. This can be.accomplish-,
ed by. (1) obtaining from the student the information regarding the activity, (2) observing the s?udent

in action, (3) giving an oral quiz, (4) assessing the comments from the trainer and other employees,
(5) evaluating comments made in the seminar. The principal responsibility for providing vanous
activities for the student should be shouldered by the trainer. However, the student is respofisible,
through his attitude and demonstrated-ability, for the rate of progress. The school c°o/ordinator 15
responsible for maintaining open channels of communication, directing learning activnity goals and
verifying that the student is competent in the areas identified in the training plan.

’

Concurrent with on-job-training, and under the direction of the school coordinator, is the all important
training seminar. Seminar instruction should be informal and built around expenences of the student.
The seminar can be satisfactorily scheduled for different time intervals and at dlfferent locations. The
time interval may vary to include daily meetings for parttime trainees, half-day sessions during working,,
hours, evening sessions each week, and weekend meetings. However, care should be exercised o meet
at least once per week. The seminars can be held in schools, at training centers, restaurants, or in the
home of the coordinator. The training seminar provides a means for self, peer, and nstructor evaluatlon
nf on-job-training.
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Oral reports should be presented by each student regarding what he has been doing, new situations
encountered, successes enjoyed and problems incurred. Other students, and the instructor, should
serve as a sounding board to evaluate these experiences. This should aid the student in solvinhg prob- '
lems and/or help the student cope with situations which cannot, and perhaps should not, be altéréd.\
In addition, the seminar provides an on-going academic approach to on-job-tréihidg. Much formal
education is left in the classtoom with the final.examination unless a review and application of this
knowledge 1s reinforced. The training seminar can proyide an excellent medium for review. Individ-
ualized assignments should be provided for in-depth study and analysis of the student’s training center
and the work involved. The assignments will be most meaningful if they can be related to both pre-
training instruction and to on-job-training. Projects should be assigned to develop an understanding
of principles identified during on-job-training. The project should involve input from the trainer.
Completed projects should be shared with other students and the instructor. The training seminar - - -
2 ing the student with new publications and pericfdiyal'sj Cwrrent
topics expressing various viewpoints are’ysually avatlable from these sources. H'opefullSz,'fhis introduc-
tion to current literature will serve to interegt the student in keeping abreast of the state of the arts.
The training seminar will serve as an excellent platform for resource persons. The expertise held by
individuals 1n the ocoupation can be tapped and'ytilized through this medium. Further, the training
seminar can provide &' medium of communication for thegdvisory committee. An advisory com- .
mittee. An advisory éommittee can gain a great deal of insight into the curriculum by meeting with
and interviewing students enrolled. It is one thing to evaluate and review curriculum objectives and
courses outlines, but the profram becomes humanized when students are involved. ‘At least one
seminar should be scheduled to allow the advisory committee to meet informally -with the students.
In this way the school can get reactions to various aspects of the curriculum. Additional structure

can be added to the seminar by identifying specific topics for discussion. These topics can be dis-
seminated early in the seminar and students can assume leadership roles in working with their topics
The following list is not all-inclusive, but certainly suggestive of appropriate seminar topics: *

(1) Interviewing for a job (2) Attitudes and morale (3) Employee rights, responsibilities, and benefits
(4)Policies, rules , and regulations (5) Internal working relations (6) External working relations

(7) The physical plant cost, maintenance and appearance (8) Training center organizational structure
(9) Channels for supplies, equipment, and stock (10) Marketing channels (11) Operation of the
business (12) Functions of sales (13) Functions of management (14) Customer Jr users relations
(15) Laws affecting the occupation and .(16) Govemmept regulations affecting the occupation.

An on-going evaluation system is essential in the maintenance of a respectable on-job-training program
Evaluation of the student should be directed at helping him to improve himself and his work habits.
Evaluation should also provide a basis for improvement of the curriculum. The means by which these
evaluations can be aghieved follows. (1) The learning activities for each occupational area should be ’
closely scrutimzed. Each learning activity should then be fitted.into the basic lead question, “What doed§§
the student need to know to accomplish this specific learning activity?” The cumulative response to the -
lead question will constitute the pre-training instuction subject matter. (2) The trainee can be evaluated '
by noting the learning activities completed.. This will describe what the.student can do. In addition,

the evaluatidn will be an indication of the students’s attitnde and ability to communicate. Thus, the

three attributes that the employer is most interested in alj vered, These, in order, are:attitude,
communicative ability and technical competence. (8) The™récdxd of activities completed by several

gtudents should be compared. This comparison will indicate, which\{raining centers are providing
the breadth and depth of experience desired. Thus, trainir‘lg’c‘)enter uation can be achieved.

If grades a:_‘to be assigned, the train{el:’s evaluation should be gfven agreats eal of weight. However, N
greater wel;ﬂ; 1s given o the school coordinator since (1) he observes a broader'spectgum of students

m a varlety of situations and (2) the school assumes ultimate responsibility for tite détermination of
the grade. Ix,} my judgment the singularly most important évaluative tool is the record of what the
gtudent can do - - a transcript far more revealing than the grade received! .
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An all-importarit undergirding for quality on-job training programs is a good public relations program.
. Good public relations is good communications. The benefits of good public relations will be shared
by all three pa.mes in the training triangle. The student will benefit by having more fraining centers
to choose from and by ulnm%gely having more jobs to choose from. The training center will benefit
by having a reservio&‘of trained potential employees to choose from And of course, the school will
benefit from attracting more students and by being able to more easily identify and re-use training
centers. The optimum publhic relatlon program should communicate the total occupational curriculum
and continue throughout the year. Consideration should be given, to the use of thé following tech-
nigues. (1) Devise a snappy brochure to attract attentlon (2) Utilize school catalogs with curriculum
o outlines and course descriptions. (3) Use the media extensively. (4) Publish advisory committee
recommendations. (5) Use certificates of appreciation for training centers and advisory committee
members. (6) Form a service-oriented youth organization. (7) Provide jackets and/or uniforms for
students. (8) Use curriculum letterheads and calling cards. (9) Make schgol personnel and students
available for speaking engagements. (10) Maintain follow-up information on graduates. (11) Provide .
placement services for bdth the students and training centers. (12) Provide luncheons for trainers, Cr
, and (13) Accept scholarships from interested persons, businesseg, and organizations.
In summary, let us be reminded that there’s really no suckr thing as instant success in education
The next best think is hard work! Let us also be reminded that our world is most unsettled -
the air lS rotten, the gross national product is too high, people and nations hate each other, th@
water is polluted, dope usage is on the increase and our government is corrupt. And in light of all
_’this, our educational delivery system has to do a more complete job of fitting folk for work than
" any other educational system has ever had to do in the history of mankmd That’s an awesome task! |
Let’s get about it with serious determmatxon .
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. & ACHIEVING QUALITY THROUGH- A
STUDENT DEVELOPMENTAL (REMEDIAL) T »
POST-SECONDARY PROGRAM )
* * ,
’%:‘ Arthur T. Cavano . ) )

Director, General Education
Payette\glle Technical Institute !

Background

’

In the Fall of 1964, approximately 500 potential”stadents applied fcr a Technical, Vocaﬁonal, Business,
or a Health related course of study at Fayetteville Technical Institute. Each student was counseled and
tested. From that group, 299 were accepted into curricula programs. In other words, we lost 40% of

" those who applied. from 15 to 30% of the students who applied were not academically capable of
doing the work required in the programs based on school histories and standardized test performances.

By the Winter quarter, 1964, about 20% of those who started in the Fall quarter had been lost by the
wayside. They had not succeeded in their programs and had sought success elsewhere, it 1s presumed.

These stark realities spgrred us into developing ar.1 experimental \_femedial program.

In late summer of 1965, we decided.to tfy to correct the problem we had at Fayetteville Technical
Institute. Essentially, the problem was that the students who were entering who couldn't get through
our.“open door" could not perform academically at an acceptable level. Their prospects for success
were far below average insofar as their use of scholarly skills (e. g., reading, writting, and rithmatic) was
concerned. ’

Let’s start by identifying some terms we'll be using. when I use “quality’* I mean that the traits and/
or completencies alluded to are of a high order. A quality reader is one who can read at an acceptable
rate (350 -;150 w.p.m.) with a good rate of comprg)ensio_n. A quality math student is one who has
sufficient knowledge and skill in mathematics to follow the instruction and to handle the component
concepts. When I say we can achieve quality through a student developmental or remedial post-
secondary program, I mean it is.administratively and academically feasible to accept students who
test out between the 15th and the 50th percentiles on the standardized Differential Aptitude Test
(DAT). Most students can be raised to above the 50th percentile on the DAT in a three academic
quarter program or less. '

»
The- 50th percentile is used as a reference point here because our ten years of gxperience indicates
1t is a reasonably accurate predictor of success for students in tecjhnical education programs.

The phrase, ““a student developmental (remedial) post-secondary program', refers to a combination
of mstructional learning experiences in post-secondary institutions of learning designed to develop
persons with academic weaknesses into competent stuffents who are able to perform the operations
students normally perform in technical education programs.

‘ L
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Theoretical Underpinnings ' 2 . .
Using our best judgment and experience factors such as were available, we determined that the problem
lay in the experiencial reservours of the students. We set upa Preparatory Studies Ijrbgram which, initial-
ly, was limited to English, Mathematics, and Physics. The theoretical underpinnings were drawn from
communications theory, particularly the work of Wilbur Schramm'’s Science of Human Behavior (Urbana,
Tllinois, University of Illinois Press, 1961). Using a modification of his paradigm, I can explain the
problem as we saw it. *

b 4
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1. TRANSLATE : 7. TRANSLATE

\L . *

2. ENCODE ) 6. DECODE

3. TRANSMIT 5. RECEIVE

4, STATIC

\

\‘
In any educational effort, one must get an idea from one head into another head. To do this, one must
put the idea 1nto some form that will allow him to transmit the idea. To accomplish this translation from
abstract to concrete one must draw from his encoding reservoir and arrange the components to fit the
1dea he wishes to present. This encoding, by using some symbol system (such as a language, verbal or
mathematical), 1s limited by the reservoir one has to draw from, obviously. The person who has some-
thing to say, but “just can’t put into words” typifies an inadequate lingual reservoir. =’

-

Ohce an 1dea 1s put into words (it is helpful for some to think of words as the baskets we carry ideas-—
the 1deas are hmited by the words we use to express them-the ideas take on the conformity of the -
words we use to express them), it must be transmitted.

“The transmission usually is oral or written and must survive the “‘static’ that exists between the
_sender and the recever. The static can be anything that limits the reception, such as classroom voices,
@ faint print, distractions, and.so on. '
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That which is received must be in some form that the senses of the receiver are sensitive to. written,
auditory, pictoral, tactile, etc... .

Once received, a reverse of the encoding must take place. This decoding is limited to the reservior of
the receiver. a person cannot understand words and situations which have no internalized meaning
for him. For example, disregarding context, should I say, “See the cat”’, you could visualize.’

a: N ,a p , or a N

V ~
Or, were Ito say, ‘“There’s too much tolerance™, it would convey a considerably different 1dea to
a young socially-conscious black and to an automotive engineer. N
It was presumed that if a signal--a communication component-is received and cannot be decoded
that it will be, essentially, a nonsense symbol. In Gagne's terms, it cannot be subsumed under a
. meaningful category and, therefore, it cannot become part of the reservoir, or indealtional bank,
i of the receiver. . -

. You who are involved in education can readily see a contradiction between the above and Bruner’s
‘ hypothesis that everything can be taught to anyone in an mtellectually honesty " way (whatever
that means). I do not believe that the intricacies of any disciplihe can be paraphrased, rephrased or
translated out of the discipline’s jargon without losing much of the substance of that which is being
conveyed. I also believe that while the receiver may be satisfied that he understands, an in depth
evaluation will disclose critical voids in learning. ' ’

Once the information has been recewved, the portion surviving the static can be decoded and the con-
crete can be translated into abftractions retrieved from the ideational reservorr of the recewver. The
second 1dea 1s then present. If all goes perfectly. that is, if there is no loss through the process, the
idea received is precisely the same as the one with whlch the sender started.

The.sender must have feedback-evidence of what portlon of the idea survived--by some form of
reactlon from the receiver.

Further research and *‘brain-storming’ explored the levels of communication that appear in the
literature of the field. One writer working in the field, whose name escapes me, isolated six dif-
ferent ““levels” of communication. They alluded to the complexity of the partncxpatlon prgamsms
expenence when becoming aware of anything.

She maintained that some information is (1) strictly internal in origin (e. g., we know we are hungry
independent of external stimuli). (2) Some awarenesses are directly felt but externally originated
(e. g., by touch frpm some external source), (3) some things which are external in origin reach us

over a distance, Our sight and hearing give ample examples of this level (4) The fourth level-- -

abstraction which function as surrogates for things and relationships-is the first level which man
has to the exclusion of lower animals. (5) The fifth level is one of applied intellect or problem
solving in which abstractions are used instead of direct experiences and recall. (6) The sixth level»-'
which includes mnsight resulting from mystical or intuitive expeneice -1s not seen as having any
direct applicability to the explanation at hand.

*




We did not pretend to have any final solutions to the problem at that time, nor do we now. Essential-_
ly, e were academia’s local effort to fill a.void and we knew it.

It appeared to us that the level we would most profitably strenghten would be the fourth and fifth
levels, drayving from the second and third levels as necessary to structure independent abstract and
insight levels in the students.

To develop a student, it is not enough to include only the sponge-like absorption of data. A student’s
attitude, discipline, and personal qualities must aléq be deliberately taught and consciously learned.
These personal qualities are listed for each of the twenty-four technical areas included in J. G. Ferguson
Publishing Company’s Engineering Technicians, (ed. by Walter J. Brooking, 1969). Generally, these
qualities include self-discipline, a willingness to work and a desire to learn, an inquiring mind, a sense

of humor, and the ability to get along with and to comimunicate with others. i

Unfortunately, standardized tests are not available to gauge the development of personal qualities
learned. This is done, essentially by acceptipg that the process of learning is part of the learning. 2
Parker and Rubins short book, Process as Content. Curriculum Design and the Application of Know-
ledge (Rand McNally & Company, Curriculum Series, Chicago, 1970) discusses a frame-work within
which these qualities can be learned. An extension of their thesis is that if one desires that students
learn rigor, he makes rnigor a part of the process by which specific subject matter 1s taﬁght, thereby
making rigor (the process) part of the content (or that which is being taught).

Likewise, if one wishes to teach self-discipline, he requires that assignments be done on time, he re-
wards only actions which reflect self-restraint, and efforts which show that the student is directly him-
self toward the completion of assigned or implied course requirements.

Bloom, 1n his Taxonomy, referred to these essentials in the technician and in the technical student
as being 1n the “Affective Domain™. And, like the elements in his “Cognitive”” and ‘“Psycho-motor
Domains” are valid components of the instructional milieu. They can and must be taught to persons
if these persons are to become co mpetent students.

Instructional efforts to develop quality attitudinal/behavior patterns should include at least nine
specific components. These are:

—
a. Responsibility for one's own efforts. Students must be led to accept that success and failure in
one's work are the results of his own efforts rather than an arbitrary evaluative system, a negativeness
rooted 1n past experience, and/or hiding behind some metaphoric ‘““they™. He must also come to grips
with the reality that eacl3 of us has limitations, without acceding to defeat prematurely.

b. Communicativeness. Each student must be led to respect himself to the extent that he knows
that his information and classroom contributions are of value. The idea that interpretations not
universally held are somehow wrong should be refuted in the classroom. It is not necessary, in my
opinion, that all questions be resolved by the superimposition of a consensus, however arrived at.

<
.

c. Pleasantness. All should learn that more is accomplished in an atmosphere of cooperation. Oc-
casionally an unhappy student wil! become sullen. Humor is a very effective way to counter this
stance--not barbed humor, but humor in wh'ich the pleasure is shared by all.

d. Enthusiastic. Students arg better students‘ if they can display excitement about what they are
learning. This enthusiasm can be engendered by the enthusiastic, imaginative instructor.
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e. Imagnative. Initially, students in remedial programs are very short of imagination. Shrewd
questions and presentations of apparent paradoxes and their resolution can help students to break
away from the pat, sterotypic resolution of questions. Exercises in describing the thing behind a
sound can be helpful. It sould be recognized that some (many) students rhust be almost literally
"driven to employ their imaginations. Others, it seems, are actually unwilling to imagine or extreme
ly insecure when using their imaginations.

f. Disciplined. Students must be disciplined to the extent their behavior is predictable. Some
questions and situations are not enhanced by the employment of imagination or individual ‘interpre-
tations. The specific course components of English, mathematics, physical science, and the specific
curncula content are, largely, not matters for interpretation. The quality student does what he
should when and how he should 1n a predictable manner. He is disciplined. Discipline can and must
be taught and learned. -,
4
g Discnminating. Shades of meaning, small but critical differences, necessary and sufficient vs
necedsary biit Aot sufficient causes, 4nd otHet ifistances of dlscnminattv&importance should fR®
learned. {
) {
h. Generalizing. Common properties, applicability of physical laws, and other relatfonships en-
countered will, perhaps subtely, teach generalizationgvhile drawing from elements discriminated., -

1. Analyzing. A shrewdness when exploring relatlonshlps can be developed by explaining and dis»
cussmg analogies. This should not be limited to giving analogy test but be extended to offering the
individual students opportunities to expound on what makes two things analogous As apparent
relationships do not consigigintly bear up under perusal, the student is provided the opportunity.te
expand hus relating capabifity by intellectual processes. The development of the above attitudinal/
behavior patterns can be‘best accomplished in concert with specific efforts to enhance the students
proficiency in the scholarly skills.

How it Operated

It appearcd tu us that to buttress the ideational reservoirs of the students we should stress the use
of abstractions and problem solving. To do this, we decided on three core courses, English~for the
verbal language development, Mathematics--for the numerical language development, and Physics-
as a means to require that both languages (English and Math) be used together to solve problems.

It was hoped that Physics also would make the physical limitations and capabilities embodied in the
physical laws part of the students ideational reservoir for his use in more ggneral context.

. The plan was that we would accept a group of students who were not qualified to enter any regular
curnculum. We would teach these students for three academic trimesters and retest them using the
imtial placement test (the Differential Aptitude Test-DAT). The second DAT would determme
whether or not they could enter a regular curriculum.

We started with three groups of about fifteen students each. one pre-trade, one pre-business, and
one pre-techiical group. They would each receive five hours (one hour dally) in each of the three
core subjects, as well as a course in their area of interest at a subcurriculum level.

i
My personal orientation was on language, (I had been hired to teach English), so I concentrated’'my
efforts on constructing the English mnstruction as well as sub-dividing the whole into workable
tions.

Q . . y E - Rﬂ A - °
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F. T. I had been teaching some speed reading courses for adult evening students so we had a control-

led reader, a tachistoscope, as well as some film loops. We also had overhead projectors and chalk-

boards used in curriculum day instruction.

- 7’

We also had about sixty copies of two different school editions of Reader’s Digest. I ihterpreted my

job as being. use what we have to teach our language to young adults who have managed to get through

high school without learning it. - "\\ X

n, Our solution was to reading and vocabulary the first academic quarter, grammar the second, and
more reading comprehégnsion the third quarter. My rationale was that. {1) as English requires the
acqusition of knowledge via symbols we'd do well to get the physical aspects started as soon as pos-
sible. I believe réading to be largely a physical matter with fatigue, ineffective eye-movement and
span of vision being correctable with physicai practice. I used the controlled reader and the tachis-
toscope essentially the way therr producers suggested, initially. (2) As much of the meaning an

Lelhor or speaker wishes to convey 1s separated emeha.sxzeq elaborated upon, apd | limited by the _,

rather extensive set of conventnons we call “‘grammar.’, the second tnmest,er was a corrrplet,e review
of grammar. The first day of class I told the students that I would presume they knew nothing about
grammar. And, should [ discuss something they already knew, they should have patience out of '
deference for those who needed it.

We worked through the grammar chapters and the spelling chapters concurrently. .That is for the
N first ten-minutes or so of every class I called out words from theSRelling chapter--the students spelled
the words. (3) The third quarter was more reading, vocabulary study, and comprehension withthe
equirerdent that the student write about what they'd read. During.this quarter, I hope to

, -build on what had gone before to “round out” the communicative capabilities of the students--
particularly in wnting and 1n the reconstruction of ideas verbally. (4) My experience indicated that
a reason many students do not succeed is because they either (a) lack self-discipline or (b) they
think learning 1s a “‘spectator sport™. Students were assigned homework virtually every night. Each
class period during the entire year staxted with a quiz of some kind. four days a week it was a spel-
ling and meaning quiz on words they had been directed to leatg One diy a week, usually Friday, /
the students were given an extensive quiz on the words used, and Jor other material for which they
were held accountable.

To further develop a work pattern, the students were assigned homework every night during the
grammar trimester. The homework was collected, corrected, recorded and returned. The students
were aware that the work must be turned in. If a student came without his homework a third time,

he was sent from class to do his homework and was counted absent. As he was only allowed five
absences during the quarter before he could be dropped from school, the jeopardy his non-performance
placed him 1n became apparent. No one would “coast” through this program! They had been per-
mitted to coast too long before we got them.

At the beginning of the first quarter, in which we started our péﬁntory studies program, all

first year regular curnculum students were administeied a reading comprehension test, The scores

on this test were used as base points for the three main instructional areas. Trade, Business, and
Techmeal. At the end of the first trimester, the preparatory studies students were gjven a comparable
test a second time (the reading comprehension and vocabulary test used had a Form A and a Form B
which were correlated above the .80 level). .

A companson of the developmental studies students to the régular curriculum students showed great
improvement in the students’ ability to read and to comprehend writter material.
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After the program got under way, questions appeared. For example, should a student be required to
take a course? Should he only take courses he was interested in? As was mentioned earlier, aside from
the English, Math, and Phygics, each student was permitted to take an “elective in his area of academic
concern. pre-trade students could take welding or machine shop, pre-business students could take typ-
ing or bisiness machines, and pre-tech students could take drafting.

The professed interest of the student was, of course, critical. Experience witl: the students made some
of us wonder whether or not their professed interest was an indication of a propensity to learn the
materials as the literature suggested. In an if-then paradigm, the question was: ¢
(1f (1) interest in a subject area is a pre-condition for learning and if (2) a student can't or won't |
learn that which he expresses no interest in then. (3) we should determine the students’ Interest and
direct their efforts toward their mterests

However,

it (f) a students’ statpment relative to his interests primarily reflects what he has knowledge of, and
if (2) the students’ would benefit from being taken in areas beyond, or perhaps, in contradiction to
his avowed interest, then. (3) the instructors would better serve the students by teaching what the
sudents wcuid need to know regardless of his “intérest”.

* Iran arather unsophisticated study in which I asked the stﬁdents what they would like to read (this
was to act as measurement of their interest}, had the students read all the stories regardless of subject
. area, and then recorded how well they answered questions on what they’d read.

It was hypothesized that if prior interest was of overriding salience, the students would score ap-
preciably higher (i. e., learn more of the subject material) in areas in which they had professed inter-
est than in reading on subjects which they said they had low interest.

§
To get a better 1dea of the interest- learning relationship, thg interest, mventory was administered in
November 1965 (to match against the scores of quizzes meedlately following the reading to give
immediate recall) and in February (to match against the sceres of quizzes taken a week after the
readings were read to indicate retention). 5

It was found that the students’s interests, by topic, was peljg_%istent_;la'oerest in Novem/ber 1965 vs
- Tnterest in February 1966 was p. = .831). . - 2‘57

However, a correlation coefficient of P = .215 between rank order of interest Qs/stat,ed by the students)
and immediate recall indicated that interest did not relate significantly to what a person may remember/
learn. Further, a rank order analysis of the relatxonshxp between interest and what was remembered

for a week was P = .407, indicating a highly questxonable rielatxonshxp between professed interest and
retention. ! {

Based on this study and independent observations another hypothesis relative to professed interest

was formed. a person prefers what he is familiar with or he says his interests lie in areas which he

feels are prestigious or are believed to be otherwise need- satxsymg This hypothesis, along with the
sensory deprivation writing of Hebb and Shultz, suggested that all developmental studies students
should have a variety of exposures to vocational, business, and technical studies.




Changes In The Program ‘

As stated, F. T. L. mitially divided the Preparatory Studies into pre-trade, pre-busihess, and pre-tech
segments with the pre-tech getting Algebra and Drafting, the business students receiving instruction

1n typing or business machines, and the pre-trade getting instructions in either Welding, Machine Shop,
or Drafting 1 addition to an appropriate level of English, Mathematics and Physical Science. Each of
the pre groups was essentially a downward extension of the regular curricula. This caused problems

The biggest, most pervasive problem caused by the early identification of students according to
curriculum area was that the mobility of the student was greatly reduced. pre-tech and pre-business
stu dents could fail courses and be directed into pre-trade. Pre-trade and pre-business students

could not gain entrance mnto pre-tech curricula because their development into competent students

1n thewr parent areas limited their access to prehmmary courses for technical curricula (such as Algebra)

We needed a means of allowing for upward mobility of studgnts between curricula. The students were
forced to make a decision regarding their ultimate goals before they had sufficient knowledge and
experience to do so wisely (i. e., at initial matriculation). The counselors no experience-based
data to use in advising the students until, in some cases, all doors but one i2d been closed. We also
needed a means whereby a student whose goals exceeded his capabilities could be guided into -
pursuits offering him a degree of success without causing trauma.

Afterilengthy nsideration and discussion of the problem and alternate solutions, we made a basic
change in the, then, Preparatory Studies Program:

1) The goal of the program would be to turn out a student who could satlsfactonly function as a
student in any area he chose.

2) We established electives in the vocational, the business, and the technical areas of instruction.

Each student was required to take one of each in subsequent trimesters.

3) No efforts were to be made relatwe to a students curnculum until he had completed the three
trimester sequence.

4) To separate the new system from the old we changed fhe name to Developmental Studies.

The change 1n names was also to t%to get rid of the downward extension aspccts of the old program.

5) At the end of the first 1:1'lmest,er&§ an end of course test was inaugerated to identify students who
could manage a higher level of Mathematics.

6) Students who tested sufficiently high in Reading andEomprehensmn were permitted to enter a
regular Enghsh grammar course.

<
-

Since those early beginnings and changes, we have subtelly gathered more information and we have
sought to keep our program experimental in the sense that we are still trying to learn better ways. - *

The Student And The Instructor

-

There are three basic approaches to the utility of this communichtive effort. There are ample ex-
amples of each available without listing them here.

The first approach is to use the ideation pool of the student as a llmltmg periphery within which the
mstruction must take place. Efforts to express complex relationships using only the vocabulary the
students knew before the class are examples of this approach. This approach is characterized by few
failures, but slow advancement.
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The second approach is to limit the instructiogf only by the language or symbols necessary to present
the ideas with maximum precision in the vogabulary appropriate to the discipline. This approach is
typical of much technical instruction at the\college level. Isuspect it typifies the approach of in-
structional efforts which stress the maintenance of high academic standards. This approach 1s char-
acterized by a relatively large number of failures but rapid advahcement in the employing discipline.

The third approach is a hybrid in which the second approac} is preceded by efforts tu learn the specific
vocabulary and ideational elements requisite to suctess before the course or (o urses are presented with-
in a curriculum.

»

Referring back to our paradigm, we are saying that a considerable effort devoted to the construction
of a vogabulary and ideational reservior, used in steps 2 and 6, can prepare students for work within
their disciplines.

Generally speaking, the vocabulary and ideas of an average high school graduate from a good high
school are sufficient to handle most acedimics of technologies. Granted, some programs, such as
Nursing and Environmental Engineering, require that a student know some biology. Others, such

as Machine Shop or Mechanical Engineering and Electronics, require Algebra. If students want to

get into these programs, some specific course work must be available for students below the academic
level of their instructional programs.

Practically speeking, a student in the 50th percentile, or higher, should be able to handl any curricu-
lum he choses if he has the specific prerequisites needs. <.

- Thus, we have a target, or goal, towards which to work: A student to succeed:

1. must be able to see and/or hear vocabulary item and intellectually connect the symbols with specific
ideas and/or relationships.

2. must be able to choose a meaning for the symbol which it is appropriate to the context in which it
occurs (e.g., tolerance in a social context vs tolerance in an engineering sense).

3. must be able to learn and to follow sequential applications or processes, attending to the compon-
ent procedures even though their relationship to the overall process may be obscure. Examples of this
are found in mathematics, English, and most technologies.

4. must be able to apply the components of different,.dissimilar, disciplines together. 'I'hat is one
must use both English grammar and spelling along with mathematics when dealing with physics.

5. must be able to apply abstract relationship such as physical laws, to real concrete problems.

6. must be able to construct knowledge in the sense that a new idea must be capable of modifying
anold idea. . . - ‘

7. must be able to abandon an idea which has been disproven and be able to retian an old idea until

it has been adequately disproven.

8. must have developed the personal qualities noted earlier.

I believe the single most critical item in the production of a quality Developmental Studies program
to be the development of instructors who can (1) conduct a class in such a way that the students are
required to employ (rather than just “know ") the personal traits desired while (2) following the flow
of subject matter which the students must learn. Perhaps it would be helpful to briefly discuss the
ideal teacher. ot
4

First, he is a generalist who, while adequately prepared 1n his primary academic area, can move com-
fortably 1n areas beyond his strict disciplinary requirements. Moveover, he must respect the com-

ponents of other areas €nd appreciate the cumulative nature of all academic inputs.
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Next, he is curious with a well-developed closure fixation. He is able to see problems'and perhaps
compulswely, 1s dniven to find answers or to understand relationships which he dosen t understand.
He is still a student in all areas.

He appreciates the orderly.atmosphere in which individuals limit their activities out of deference
to the group. He 1s able to pursue unplanned contributing activities while disallowing the pursuit
of the resolution of irrelevant questions. He knows he is the arbitrator and enjoys the role.

He knows that every student who he works with is capable of learning. Moreover, he knows that
every bit of competency he can help the students to acquire will advance the student. He also
knows that the Great Wall of China was built one stone block at a time and he is not willing to
choose one of the stones as “‘most important”. He does appreciate that the first row of stones,
like basic elementary kno wledge must be well-established to 3upport further construction. Still
he reahz,es that, unhke the Great Wall, the precision of the placement of elements is less predic-
table. one is never sure which part of the finished product any one piece of knowledge provides
for developmental students.

His imagination, interest, and good humor permit him to lead students into ideational areas which

they do not know. He enjoys interpersonal verbal interplay and he can argue either side of most
. questions without losing credibility and he can guide students into acceptable mental stances sur-

repticiously. .
And, he 15 one who beheves completely in our republican form of government while directing his
classroom like a benevolent dictatorship.

I believe that he 1s a buillder who can, with administrative support and academic opportunity,
construct quality students who will succeed in technical curricula.

- ’

Quality Of Program Graduates

Fayetteville Tech insists that the quality of instruction be maintained. We are accredited by
E.C.P.D., the Southern Association of Colleges and Schools, the American Nursing Association
and other specialized accrediting agencies. Consistently, we have demanded that our graduates
can perform as their degrees or diplomas assert. )

*

Thus, we had to retain the students without watering-down the curricula.
To give a measure of the program’s success, one can look at our resulfs:

Of the 66 students who started as developmental studies students in September 1066, 14 or

21.2 per cent completed a one grtwo-year regular curricula program. Of the 117 students who
. started as developmental stud‘étudents in September 1967, 26.6 per cent satisfactorily com-

pleted a regular one or two-yeii program. Table 1 summarizes the efficiency of the program

as reflected in student retentioh and advancement.

Marked success was reported by Cavano after a three-month preparatory English course in 1965.
After developmg the course alluded to by Boudreau Cavano found participation in the course
equipped the preparatory student to equal or surpass the test performance of students who had -
been accepted into regular curricula. *

£ 4
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. - TABLE1 . .
EFFICIENCY OF DEVELOPMENTAL STUDIES AT FAYETTEVILLE ,

TECHNICAL INSTITUTE, 1966-1969 & * .
Academic level B < - ~ e
satisfactory C . Year starting in program
completed ' T 1966 40 1967 1968 1969 :
Y - .
Students enrolled . . . 66 102 117 131
Completed Develop- ¢
mental Studies . .
Program . ... ..... 45(68.2) © 72(70.6) 81(69.2) 90(68.7)
Returned and entered : .
into a regular ) .
curriculum ... ... 30(45.5) 66(63.7) 55(47.0) 66(50.4) .
Graduated from a "
regular curriculum . . 14(21.2) T 27(26.6) 39(33.3) i "
- o .
8Table 1 derived from date presented by Boudreau. Howard E. Boudreau, “Student Recruitment and .Uo<o~ov=..m:8_ . .
Studies Program’’ (address given at the American Vocational Association Convention in New Orleans; December 5, 1970
A copy may be requested from President Howard E. Boudreau, Fayetteville Technical Institute, Fayetteville, North ) )
Carolina. ’
cvﬁ. cent of ,508 who enrolled who attained various academic levels are parenthesized. . ’
“ - .», : T .
[ ~
= ﬂh/fl& =
R g .
- % )
g
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Continwng efforts at F.T.I. raised the percentage of students who completed remedial mstructlon
and regular curricula offerings, ending with an Associate Degree or a Dlploma from 21.2 per cent
to 33.3 per cent during a four-year period.

F.T.L’s Developmental Studies Program also has permitted initially acedemlcally unprepared stu-
dents to rise to roles of leadershlp in many areas. one of our first students was elected to President
of the Student Government as a senior, another of our students is presently working in a Veterans
liaison function for the college--he is finishing his M.A. in Guidance and Counseling. Many others
have become leaders 1n the community in all realms of commercial activity -from salés-managerial

work to vanous baccalaureate programs—after having completed a one or two-year curriculum at
F.T.I. . .

I have come to believe that many apparently unqualified students are like high-grade seeds who
need but a fertile environment in which to germinate after which they can grow with the best.

Conclusion

Our program 1s designed to produce students The students who successfully complete the Devel-
opmental Studies Program are able to hold their own against students right out of high school or
to surpass them 1n later.curricula work if they accept the limitations of their abllltl% which have
heen identified.

The program has permitted several hundred young, and not so young, adults to open new doors:
Doors, which would remain closed without the programs, have been opened.

A penpheral effect of the Program has been gratifying. That is that now the larger community,
secondary schools, and other schools and colleges are accepting the fact that there is hope for all.
This hope, with hard work and opportunity, can be ‘hurtured into success for a person regardless
of his age or lack of prior academic success.

R \

\I\V

]
* Phis group of students are the 66 who arrear under *“1966” in Boudreau’s “Efficiency of Devel-
opmental Studies” table. Arthur Cavano, “An Evaluation of Preparatory Euglish Instruction for
Technical Institute Students” (Fayetteville, North Carolina. Fayetteville Technical Institute, 1965),
pp. 9-10. (Mimeographed.) A copy may be obtained from Fayetteville Technical Institute,
Fayetteville, North Carolina 28303.
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R4 DEVELOPMENTAL (REMEDIAL) PROGRAMS IN THE
SERVICE-AIR FORCE | N
Dr. Lloyd Maxon . |
USAF School of ‘Applied Aerospace\Science
. ‘ . ' .' [
, Some educators suggest that 25 percent of all students have such setous reading, writing and
‘ arithmetic problems as to render them academic failures, Twenty-five percent projected &cross '
our population of 200 million totals 50 million people. That represents a ot of problems.
Using the six grade as a dividing line between literacy and illiteracy, Texas has an estimated
731,000 illiterates, and the total for Lbé'Southerr;b, states alone is 5 million. - .

The U. S. Air Force recruits its personnel from the general population. Even though qualifying
examinations are administered to applicants and preclude enhstment of individuals with the most
serious deficiencies, there are a number of compelling teasons for the.Air Force to operate remedial

programs. Most of these reasons are the saine for the Air Force as they are for civilian business
** and mdustry - : A '

¢ -

- . .

Today, there are fewer and fewer jobs which can be perfcfrvmed by low proficiency amen or .

airmen ha.vmg basic skill deficiencies. Technicians are still needed to maintain air planes, but .

the aircraft they work on are becoming increasingly complex Reciprocating engines have given way

to jets with higher and higher thrust ratings. Airframes a are const:_gg_ted of new high- strength al-

loys which require special care and repair techniques. Sithple pilot instruments have given way

to such developments as on-board computers and terrain following radar. Armor plate has given \

way to radar warning and electronic countermeasufe equipment. Fire control systems lock onto

targets and automatically fire the missiles and guns. Bombs are guided by television cameras and

lasers. Tow targets have been replaced by remotely controlled drones. In addition, there are air-

to-air, air-to-ground, ground-to-air and intercontinental missiles, satellite communication links,

comput,ers and data transmission systems to operate and maintain, SKill deficiencies which in

habit airmen’s progress through courses designed to qualify them to operate and maintain Air./

Force equipment must be overcontethrough remedial programs.

A seéond feason for the Air Force to conduct developmental programs is to assist its members to

prepare for more responsible jobs and increase their chances for promotion. .Noncommissioned

Officers are the first level supervisors and, in many instances, exerc1se second or higher level \./ )
. supervision. Supervisors must give directions, read and prepare con'espondence and reports,

instruct and counsel their workers,prepare performance reports, conduct conferences and mo-

tivate their workers. Effective supervision and leadership requlres proﬁc1ency in the commun-’

icative skllls of reading, writing, speech and arithmetic. N

A third reason for the conduct of developmental programs is to increase the worth of the in-

dividual in the civilian manpower pool or prepare him to continue his education after he leaves
the Air Force. : L -

An ancxllary reason for conducting developmental, technical and other educational programs is

recrultmg and retention. Independent surveys have indicated that more people enlist in the Air

Force because of the educational opportunities which it offers than for any other reason. Reenlist- ‘
ment depends not only on how well the An: Force delivers on its promises, but also on how well

it dehvers on apportunities for advancement and the reahzatxon of the educational goals of the in

dmdual
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The history of developmental education in the Armed Services is mterestmg The 'I‘hlrty Nmfh'
Congress in 1866 passed a bill to reorganize the Army. It contained a provision whxch stated,

. “That whenever troops are serving 4t any post, garrison or permanent camp, there shall be est%‘hz ’
lished a school where all enlisted men may.be provided with instruction in the common English

- .branches of education and especlally in the history of the United States . . .and it shall be the

) duty of the post or gamson commander to cause to be set apatt a su1table room or building for
school and rehglous purposes.” In 1916, this law was changed to read, “In addition to military
training, soldiers while in the active service shall hereafter be given the gpportunity to study and
receive instruction upbn educational lines of such character as to increase their military proficiency
_ and enable them to return to civil life better equipped for industrial, commercial and genexal

business ogoupations . . .part of this instruction may consist of vocational ed ion either in
agriculture or the mechanic arts.” In 1947, when the Air Force became a segaxate branch of the
Armed Servi@thls section was retained-and the provision for & scheol in the 1866 Taw was '
revised to rea® ‘“‘Schools for the instruction of enlisted members of the Air Force in the common
branches of education, including. United States’ hlstofy shall be maintained at es af which
members of the Air Force are stationed.” -

- .

1

4

he need for developmental education for adult members offthe Armed Forces has existed from
he beginning of our countfy. Historians tell us that, cont to public belief, George Washington,
fifst Commander-in-Chief, had received no schooling that today would be considered beyond
ixth grade. Two other Commander-in-Chiefs, Abraham Lincoln and Andrew Jackson, al-

and 1,3;0Q0 are college graduates. Each Air Force base has arr Education Office. These offices are

staffed with 221 counselors, and there are plans to add 21.more. Many of the bases have con-

S ducted developmental programs for more than 20 years. Currently, 31,000 airmen are ggrolled in

| _—  developmental programs In ﬁscal year 1973, 10,434 ayrmen completed requirements for high
school diplomas. The Air Training Command, which isene of the Major Air Commands within
the Air Force and the one to which I belong, had 1570 high school completions in calendar year
1973. Sheppard Aft Force Base just this month achieved the distinction of havmg no permanent
party personnel who did not possess a hxgh school diplomia. . {
This doés ot mean there are ho aitmen with basic skill deficiencies. The Air Tralning Command

. alone currently has néarly 700 airmen enrolled in developmental courses. Even though over 95
percent of the current enlistees have a high school diploma, oux Base Education Office personnel
estimate that 10 percent of our airfhen need developmental courses in readxng, writing, speaking

_or ma@ematxcs . g

-
'y
.

The general operation of the Educational Services Pregram is uniform throughout the Air Force,

¥ but there are numerous vanatlons depending upon logal conditiong, At the first duty station after
completion of initial tralnmg, which includés basic training for all enlistees and fulltime technical
training for the majority, each individual must be mtervxewed"b?, a membep of the Educadbn
Services staff. His educational background will be reviewed, and he will be counseled on his
educational development. Within 30 days after assignment to a new duty station, each individual
will again be interviéwed and advised of the educ#tional opportunities at the base.

Individuals identified as not having a high school diploma or % GED equivalent must take all
parts of the USAFI Achievement Test III within 30 days of the interview. This test is the USAFI
versxon of the Metropolitan Achievement Tests. If the resuilts are Below the seventh grade range
of the test the USAFI Achieverhent Tesb 1 will be admxmsbered within two weeks. Individuals -
. ar&dvxsed of their scores within a week. If the individual does not score at least at the ninth
Q ' . ™ 3 o
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grade l&el, the Education Officer is qofallowed to administer the high school GED battery. As
a matter of policy, many bases test all individuals who do not have at least one aptitude score of
at least 60 on the Arrman Quallfymg Exammatmn even though they may possess a high school
diploma. .
] - - * ) ~
Indiyiduals, whether high school graduates or not, identified as having definiencies in basic skilts
. are enrolled in the Pre-Discharge Education Program (PREP). This program has two objectives:
to provide non-high school graduates an opportumty to qualify for a high school diploma; and
to provide opportunities to complete remldlal refresher or deficiency courses required or pre-
paratory to the pursuit of VA-approved programs at the post-secondary level. This program name
1s really a misnomer for the Air Force because reading, writing, speaking and arithmetic com-
petency are primary tools in the performance of mosg]obs This program is more appropnately
titled the “Career Advancement Program” w1thm the Air Training Command. .
If an mndividual has completed six months active duty, the PREP or CAP expenses are paid by
the Veteran's Administration. It dlffergﬁom the other VA in-service programs in that: studies
to correct basic skill deficiencies are not chargeable against the indiciduals VA entitlement; and
the educational allowance may include VA-Approved costs for textbooks and other mstructlonal
materials, as Yell as tuition. If the individual has not been on active duty for six months costs
: may be paid using Air Force educatlonal services funds.
Whenever possible, arrangements aré rthade with civilain institutions to conduct the devel’opment_a.l
courses. Classes are conducted during normal duty hours in many instances and may include adult
dependent,s of Arr Force personnel on a space- avallable basis. Dependents, unless they have a VA
entitlement, must pay their own fees. -
A number of the course': needed for high school completion are conducted by the Wichita Falls
Republic School System as part of their Adult Basic Educatlon Program. This is quite typical
of the operation of the program where amArr Force base is'in close proximity to a reasonably

large city. -

Institutions participating in Servicemen’s Opportunity College Program typically offer develop-
" mental gourses under PREP. At Sheppard, we average between 50 and 60 enrollees per semester
1n a developmental reading program conducted on-base by Cooke County Junior College.

Group study gjasses may be offered when PREP or CAP is not available, provided 12 miilitary
personnel have enrolled in the course. Minimum class sxzes can be waived at isolated installations
with assigned strengths below 350, provided at least seven military students are enrolled. Most
courses run faor 12 weeks. When PREP or CAP courses are not offered, USAFI materials are
used, unless the Major Air Command has approved other materials. Costs are paid by the base
conducting the training, using Air Force educational services funds. . -

Many Air Force bases provide typing Courses for admmlstratwe supply and similar personnel who
need the skill. Th1s tramning 1s conducted by Air Force technical schools in many instances; but,

in addition, last year the Air Training Command alone spent over $9.000 to hire typing 'instructors
to satisy this need. . 5 )
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Remedial trammg is also provided while airmen are attending one of the nea:ly 800 full time courses
which are conducted by the Air, Training Command’s four Schools of Apphed Aerospace Sciences or
the School of Heaith Care Sciences. When a student is unable to pass a daily quiz or a block or criterion
examination, he is counseled and may be placed on remedial instruction or washed, back to repeat the
training. The formal examinations are administered at least each three weeks. Remedial studies takes
precedent over all other activities, except hospital or legal appointments or emergency leave The student
hterally stays after school for additional study with a qualified instructor. -
Students are withdrawn from training when they are unable, after washback or remedial instruction, ' @
to satisfy .course proficiency requirements. They may be assigned to a less demanding course within
the aptitude area forvwhlch they enlisted or be ass:gned directly to an operational unit for on- th&job
training. When they arrive at an operational unit, they are assigned to an individual for training and
are enrolled in a career development correspondence course. These courses are prepared by curricula
personnel a.sslgned to the resident schogls and are administered by the Extenslon Course Institute
which is located at Gunter Air Force Base, Montgomery, Alabama. Career development courses are
published in volumes. When a student has completed the written materials in each volume and has
completed the recommended performance.exercises, he takes a Volume Review Examination. When

. astudent fails a Yalume Review Examination, he repeats the training and receives additional in- ‘

« struction. When he completes all volumes in a course, he is administered a formal examination. If
he achieves a satisfactory course grade, he will be enrolled in the next higher level in his specialty.
Thére are usually three performance levels in each job specialty. If he fails a course twice, he will
probably be enrolled in developmeiital skill courses, if he is not already enrolled as a result of
. counseling and testing conducted by the Base Education Office. a
Students graduating from full-time resident courses enroll in second level career development
courses when they arrive at their operational units. Currently, more than 97,000 airmen are en-
Xolled in career development courses.

I would be unfair to many dedicated Air Force and Department of Defense personnel if I did not, )
to a limited degree, describe the other educatlonal programs being conducted by the Air Force. .

Over 200,000 airmen each year eomplete formal teehnical courses conducted by the, Air Training °
Command. Almost 60,000 are enrolled in undergraduate and graduate courses and 15,000 are )
taking post-seconidary technical and occupational courses conducted by civilian institutions. In
1971, 47 bases had civilian-conducted technical and occupational courses available to their
personnel. Today, 131 bases have such programs available. Two-year college programs are offered
at 136 bases. Today, 38 percent of the Air Force enlisted force is enrolled in some sort of education-

al program. . 4

t

Occasionally, you hear remarks such as, “He got sick of school and dropped out to enlist in the
Service.” This is faulty in several respects. An individual cannot be enlisted unless he is a high
school graduate, has been out of school a year or the high school principal agrees that enlisting

is in the best interest of the individual. An individual who enlists to get out of school is also

mistaken, because as soon as he enters the service, he will find himself back in school. The Alr

Force’s attitude toward individuals having basic skill deficiencies in that, “When a man is chest-

' deep in qmcksand tlas one thing he does not need is t6 be left alone a little longer to solve hls

problem .

. Equal educational opportunity for all requires a balanced program which provides access to quality
education at all levels for all people in order for them to work productively and live decently.
» Nature gives us reprieves, such as having two arms, two legs, two eyes, two ears, two lungs, two
kldneys etc... A complete educational program should prov1de an opportunity to develop skills
which were missed the first time around.
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In closing, I would like to observe that “The Good Old Days” are probably not as gcod as we see
them in retrospect. Given a choice, I suspect that, in spite of the problems caused by the rapid
advancement of technology, most of us would choose about this time in history to live. I am
reminded of an item Y..ud . number of years ago. It said, ““When words were chiscled in stohe,
and the tablet had to be carried, conditions dictated that words be well-chosen—and few.” I may
have talked too long, if 50, blame it on the technology which created paper and got rid of the rocks.

-~

Thank you,
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REMEDIATION THROUGH INDIVIDUALIZED INSTRUCTION

Donna M. Seay, Project Director
Technical Education Research Center R

-

This morning you will be seeing a presénlation that explains what the Individualized
Manpower Training System is and how it works: But before you see the bresentation, |
would like_to take a few minutes to tell you about what the System has meant to some
of the students that it has served. . :

As professional edueators, we must necessarily be concerned with administrative
strategies and organizational planrfing, but our students have more basic and more
personal conterns. They are trying to find .ways to make their lives more meaningful and
more productive. They want to be able to support themselves and their families. They
need remediation through individualized instruction to help overcome the educational
barriers that are keeping them from”success. . %

"The kind 'of help avallable to them through the IMTS——the Individualized
Manpower Training System——-ls somewhat unique in that it offers them the opportunity
to develop in themselves independent Iearmng behaviors which will sustain them long
after their forral educational experiences. .

As educators, we must think in terms o?he life goals of hundreds, or even
thousands, of studem‘s/; but the students whom e serve have or;ly one life's goal to
risk——their ‘own. \It is these one—of—é—kind.needs that the Individualized Manpower
Training System has been designed to meet. :

One

the newest of the ten national pilot—demonstration sites for IMTS is at

Indian River Com } llege in Fort Pierce, Florida. indian River's IMTS has been in

7. Already the IMTS Center has helped change the lives of

ﬁyndreds of persons attending the college or preparing to attend it. Here are a few |

examples from the files:

D C
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Jessica M. entered the college after high school and failed her required freshman math
course. Testing at the Center showed that she completely lacked an understanding of
math fundamentals. She was assigned to a3 self—paced study program at the Center,
overcame her problems on her own, and received a "B when she took the required
math course again. Now she has moved to the next level of math, and is doing well in
that clasy also. Through the IMT Systsm she has been able to develop her own skills
for advanoemenc

.

Two nurse sssistants recently completed a collega—sponsored course at a local hospital
end now want to becorne Licensed Practical Nurses. In working toward this goal, they
have enrolled in refresher courses at the center. The Center is giving them
individualized help in preparing for a productive life’s work.

’

A South American student was completely lost in his classes at the college. He hac?
studied written English in his home country, but could not speak English or
understand it when it was spoken. At the Center he participated in an intensive
auto—tutorial’ course in both spoken end written English, Now he js able to
communicate amazingly well and is majoring in auto mechanics. He will be going on to
a course in automotive design when he finishes work at Indian River. ’

Sallie B. is.a former migrant worker, with five children. She never was able to finish
high school. At the Center she has received instruction that enabled her to pass the
GED tests and enroll in the college. Now she is studying to become a secretary.

Mike G. is 8 45—year—old veteran who is studying for a middle management job. At the
Centar, he was able to develop skills necessary to pass the basic mathematics course
included in his management training. Now he is coming in for help in formal grammar
and is well on his way to a successful sbcond career.

«
\

These are only a few of the persons who have been helped through the

Individualized Manpower Training System at Indian River. They and their fellow students

do not know the details of the organization that has helped them on their way to a more

productive life, but they do know that the System has worked for them. The slide—tape

- presentation that follows will show why the System works, and what it can mean to

other students across the country in the future.

(The narrative of the tape—slide presentation is as follows.)




Introduction to the Individualized Manpower Training System

-

A progressive society canngt/function at maximum efficiency unless all of its
citizens are productive. And., a basic assumption of Qur society has always been that the
dignity ‘of any man must not be eroded by ignorance. We know that lack of educational
skills and undesirable béha;/ioral patterns are the most universal characteristics of
chronically unemployed or underemployed adult;. These characteristics gre causing j
problems throughout the country. Typical of these prob.lé-ms, are: lower earning power, ‘
higher rates of unemployment, greater dependence on public welfare, and ineh’gibilfty for
many vocational and technical training programs.

There is growing concern that this educationally and economiéally. “’disadvantaged"’
population is increasing rapidly, especially in the cities and may soon comprise 50% of
the public school population. 'Ma_n’y of these individuals are not benefiting from the
existi}wg educational processes——as&yidenced by patterns of social, economic, and

educational failure. These failures are causing problems for industry as well as the

military. .

Educational Problems and Needed Iinprovements

Within this context, we should point out that extens.ive ‘resear::h has uncovered’
three significant problem areas in which educational reform is imperative: irrelevant
content, weak incentives, and unclear goals and objectives.”In short, these are the areas in
which improvemen'ts can be made, but it requires a new approach and a new system that |

assures quality results.

‘

A system that assures quality results must: . p ’

— &

. Consist of relevant instructional materials for trainees to  achieve their
academic and occupational goals

-

. Be highly individualized to meet specific learning deficiencies and needs of the
individual '

. Be efficient——one that enables the trainee to maximize his time, talent, and { *
abilities : . : ! |
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e Include the use of incentives which are meaningful and motivating to the

individual
t

] Allow trainees to enter the program at any time and to progress as quickly &
possible so that they may exit at any time their objectives have been achieved.

Such a system, the Individualized Manpowef Training. System, includes all of these

desirable characteristics. These characteristics are briefly described in this paper according

‘to the component pragrams and procedures used in the System.

~ Description of the IMTS \

The IMTS is adult—oriented and is designed for individualized delivery of basic
remedial education and related vocattonal knowledge and skills——~including prevocational
and exploratory aétivities. The S'ystem serves those who need guidance in making serious
and du»rable career chpices and then in selecting the related training course. And it serves
those who need prerequisite vocational skilis. All of these services assure the quality

needed in gaining access to and benefiting from occupational training.

Component Programs

» In order. to serve these needs, the System is comprised of several sub—systems ca]le_d
component programs. These include. Adult Basic Remedial Education, an Employability
Behavior Program, a Complementary Skills Program, ah Occupational Exploratory
Program, and Prevocational and Occupational Training Programs. A trainee .may
participate in any or all of the programs depending upen his specific requirements. By
design these prograrhs may be viewed as either educational or exploratory. In the
following desc;riptions of the component programs, we can see how they can stand along

and are yet interrelated and motivatina

Basic/Remedial Program. At the heart of the System is the 'basic/remediai program.
The need is simply s%@ted...Many adults cannot benefit from occupational trailling
without the mastery of certain basic skills‘ in the areas of reading/ arithmetic, and

language. Obviously, these basic skill areas also affect one’s ability to get, keep, and

*

advance in a job. ' .
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Occupational Exploratory Program. Another major component is the Occupational
Exploratory Program. Within this program, there are several major activities or services

offered which include:

Simulated Work Samples

Lab Tours with Training Samples

Occupational Information

Testing

Career Goal Setting and Group Motivational Activity
Vocational Guidance .

The Occupational Exploratory Program is adult and job—oriented. It is intended for
those in need of career guidance and assistance in selecting a realistic training course. This
program is especially suited for new enrollees and trainees who appear to be mismatched
with their present codrse and career.

) Within the Occupational Explolratory Program, the simulated work samples help
fulfill the heed for reliable and functional assessment tools in the area of career?uidance
and training course selection. Samples of hands—on work allow both trainee and
evaluator to compare, contrast, and objectively analyze many occupational areas in
simulated multi—media work settings. This also enables an assessment of the trainee’s
work abilities, work. quality, work habits, interests, aptitudes, and his training needs.

Lab tours with training samples have similar objectives to that.of the simulated
work sampling activity. In addition, ‘howeéver, lab tours provide the trainee with
opportunities to meet the instructors and students in several different environments.

Occupational information as an activity is supplemented and extended with the yse
of various commercial pacf<ages. These include structured audio—visual programs and
other resource materials which cover a broad range of occupations.

Testing has proven to be more acceptable and reliable when used as a tool to
mmplemerit a broader and more comprehensivé service. The IMTS utilizes the TABE, or

Tests of A/dult Basic Education, as its primary testing instrument for achievement in the
basic academic areas. Occupational interest inventories also serve useful purposes within
) this System. Other instruments can be provided where needed. )

Another integFaI -part of the Occupational Exploratory Program, the .éareer goal

setting and group motivational activity is an additional option that can benefit most

traingEs. This is necessarily a group process in wnich most of the content is supplied by
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the barticipants. It is designed to improve one’s self—concept by eliciting important
motivating factors which each person needs to more fully direct his life and to mold his
future——a feature which lcan be especially helpful to the disadvantaged;

Vocationa! guidance .is the thread which ties the entire program together. And the
] focus is on expanding both the number and variety of career opportunities from which

an in}di'vidual may choose.

Prevocational Program. Counterpart to the basic/remedial and Occupational

Exploratory' Programs is the Prevocational Program. .This component draws on

well—developed multj—m'edia programs for prerequisite learning. For example, many *

trainees will lack certain fundamental knowledge needed to gain access to an occupational
training course. Others*will need to master certain fundamental tool skills in order to
benefit from the initial instruction offered in the lab program. The Prevocational Program
can help provide these needed prerequisite skills and job knowledge.

The two remaining components, Complementary Skills and the Employability

Program, complement the specific skill traiging and éxploratory activities.

Complementary Skills Program. The Complementary Skills Program offers a broad

application of specific “skill training to areas such as consumer education, health, personal
and social skills. Without such skills, persons may well be denied the benefits of
. b}

3

employment and of our social system.

Embloyability Program. The Embloyability Program is a motivational behavior
shaping program in the areas of time—keeping:x property and resources, and job
achievement——areas considered critical to employment. Participation in this program can
provide the trainee with basic criteria for improving such habits as. absences and lateness;
failure to take proper care of the employer’s property and resources, failure to meet the
employer’s job achievement requirements, and failure t& conform to work rules. This
program also helps in detecting patterns of behavior which tend to get pe€ople fired. To
remedy these, trainees are provided with specific opportunit‘ies to exhibit desirable
behaviors and to practice techniques of selff—management. .

To summarize, the IMT ';tem can offer to YO;Jth and adults the following

component programs:
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Occupational Exploratory
Basic/Remedial Education
Complementary Skills
Prevocational
Employability

Now that these component programs have been described, we will review the procedures

used in the IMTS to assure quality in their implementation.

ho&dures Used in the IMTS

The IMTS is a high—performance—oriented system which applies specific procedures
for diagnosing learning difficulties and ‘prescribing remediation and for managing and
evaluating trainee performance. These procedures are more clearly defined for the

" remedial education component.

-

Interviewing. The’ procedures are implemented after each individual has been given
vocational guidance in selecting achievable academic and vocational goals that have
relevance and motivational value to him. Guidance is given by using both individual and
' group techniques. Several interviews are necessary to collect personal data and to assist
the trainee. The information collected during the interviews_ provides a basis for

Qiagnosing and prescribing for all the components.

Diagnosing. Diagnosing what an\} given trainee knows and does not knov; in the
areas in which instruction is to take place requires special instruments and techniques.
‘For example, the TABE, or Tests of Adult Basic Education, a multi—media achievement
test,. is used as.the first level of diagnosis. This first step includes‘a Locator Test which
identifies the appropriate level of the TABE to be administered to each trainee. The
second step allows a more precise assessment within that located level of ability. These
levels are designated as Easy, ‘\Ied:um and Difficult.

The trainee’s performance on the TABE is then analyzed in terms of spécific skllls
and knowledge. The analysis of these areas ls'condu_cted via a special instrument called
the Modular Analysis of Learning Difficulties or, the. MALD and produces for the
Learning Manager and the trainee a picture of his strengths and weaknesses.

Il -
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Prescribing. With this information, the Learning Manager can develop a prescription

with the aid of a special prescribing catalog. However, the diagnosis must be further

refined by using the pretests for specific rnodules of instruction which have been-

prescribed. The prescription is a logical, priority—ordered sequence of learning via small
modules of programmed instructional materials. These materials make it possible for the
trainee to learn at his own rate and often in his own st.yle. By style we mean the
instructional media best suited to the trainee in terms of its motivation and
reinforcement quality. There are often alternative modules listed in the Prescribing
Catalog from which the Learning Manager may chodse. And, of course, the instructional
modules need not be exclusively programrﬁed and programmed instruction need not be
exclusively printed media. |

Once the prescription is systematically developed, it becomes the trainee’s study
schedule and evaluatior{ instrument. Instructional time, test time, test performance, and
tutoring time provide an accurate accounting of trainee progress on each instructional

module.

Managing. The IMTS does not include teaching in the traditional sense. That is,
Learning Managers function more as managers of behavior than as subject—matter
specialists. For the trainee, this means that learning becomes a desirable and independent
_behavic;r. Every attempt is made to involve the trairee in his; own learning process and
management. This is done through immediate feedback and social reinforcement of
desi.rabls. behaviors. i

Progress ‘checks, learning accomplishments, successful tests, and other factors all
contribute to this critical reinforcement. TheAtrainee is constantly made aware of his
progress toward the goals he has established for himself. Appropriate management of the
System tends tbed ce the possibility of failure. The individualized approach also

»

reduces peer pressure which can be most damaging for some adults..
e

Evaluating. Evaluation is an essential process within the System. It has to do with
providing the individual with frequent and continuous feedback by evaluating his progress
and accomplishments. Frequent feedback heips to insure retention of learning within a

reasonable time frame. Evaluation also helps in determining whether the modules which

were prescribed were, indeed, the "proper medicine.”

A wa
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“of assessment instruments and procedures for all major components.

An overall academlc evaluation——via TABE posttests-—-—determines whetherxthe

trainee’s individual goals have been met and, if not what further remediation is required.

);a

" Also included in all evaluations are behavioral obser\/a’ttons dependtng on what the

trainee is attempting to master. For example, many manipulativé skills in the

ocwpatnonal areas can only be tested through actual performance. Thése are recorded

and used frequeritly in monitoring trainee achievement and progress.
For most trainees, failure in education has been a way of life. Therefore, the major’ '

objective of this Individualized Manpower Training System is to break that chain of

*. -
M b
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failure with a record of success. The System recognizes.that trainee success hinges on

quality materials and the ability of staff to diagnose, prescribe, and manage in such a way

as to insure accomplishment of each step.

Because the IMTS is a systematic approach to learning it is by definition a nétworb

Staff Training for the IMTS -

of interrelated procedures and instruments which staff- must be trained to use. Indeed,

funding for the IMTS project was provided for a purpose——to increase the number of

qualified staff who can establish and operate a quality individualized system for

prevocational and vocational training for youth and adults in need of basic remedial

services. The project requrred the development of materials and a staff training program

utilizing the technlques and technology specified for the Indrvuduahzed Manpower

Training System. It also required a rigorous evaluation component-—-—for both the System ’

r
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and the Staff Training Program. IMTS staff trai'nin:q , then, plays a vital part in producing .

optimum results for IMTS trainees.

Delivery of staff trainjng falls into five phases: orfentation; .establishing, operating,

and, if possible, an internship phase. In—service training and technical assistance comes

after the System is in operation with trainees. The aeproach to IMTS staff training is also
4 2 _

individualized.
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The concepts underlynng this high— performanoe basgd svstem have also been applied

’ {(; staff—both in the staff trammg program and |n the operation of t ngem/
Eomplete assessment deslgn the’ Formatlve Assessment and Management Program has
5gen developed which mcludes the fask condltlons procedures with criteria for task

) performance In addmon instruments to assess job per‘formance have been developed SO
_that it gs posslble to have a quality System that can be acc‘ountable .

The staff assessment program is an. integral part of the System. It includes both

sglf—assessment and observer—rating techniques. There are also reporting forms on
student progress——such as grade gains and rate—-wh:ch are other key mdncators of staff
anq System performance. The assessment technlques produce both summatlge and

' formatlve data aifiied at program |mprovement and motlvatlon for both staff and trainee.
~éch|evemen’ ) ) ) -

~

Results
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] Several teacher—educators have been trained  to perform aII staff tralnlng and to

. provlde techmcal assistance to new sites. In Florida, for example this servrce is being
prowded by a consortrum “of the state’s colleges and universities.

- The pllot—demonstratlon sites are makmg S|gmf|cant strides in producung functional

Learnlng Resource Centers and are reaplng the benefits for their traln‘ees as well.as

themselves. All are impressed with trainee achievement as evidenced by the graph below

which was taken from the records of one site.
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This tracks the progress .of one student; as.compa'rgd to his group, ovir\: peri?d of 6
. weeks, showing a sigffificant gain in 'achievement from br% to ;;osttest. his particular" &
. student advanced nearly 2 grade levels in ’the academic program, exceeding his group .
average during the 62 hours of instruction.@nother operating sife reports an average
group grade, g9fh of nearly 2.5'4'n some 60 hours of instruction in academic areas. A

number of technical papers, brochures, and of course, the staff training materials are now
L ¢

’ available. TERC staff are prepared to assist those who would Jike to achieve a quality
system for individualized instruction for youth and adults. * , n :
) - ’ 4 : - . , '
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“Between the States. (/\‘V
i 19

_ During that nearly 100 years, the South had gone through more economic crisis than the rest of

_ reconstruction, we padded through the phases of agriculturgl decline, the rise and fall of King

-3

Technical Education in South Carolina
John-C. West, Governor
‘o ® - State of South Carolina

’/

I want to say to all of you here a rather belated official and formal welcome to South Cgzolina. |
We've been honored to have such a distinguished group as you here and I hdpe that your days
here have been productive and I hope that you will return to South Carolina on some subsequent
occasion. I spent a part of this morning with a group from the Education Commission of the -
State to pass force on alcoholism and it’s unusual to have two National groups meeting in our
State at the same time and I’'m glad the energy crisis didir’t prevent either of it. You’ve‘heard
and I've reviewed your program of-course from some of the real leaders in our State TEC’s
Program. Dr. Charlie Palmer, who has had the advantage of Tom Barton’s expertise, Jake Salley,
Bill Workman, Richard Cook and.all the others. o -
As Tom indicated, we are very proud of what Teiﬁical Education has done for South Carolina.
We’re proud of what it’s done for our Stategnd I’m not going to try to embellish on any of the
technical aspects of Technical Education, things I'm sure have been touched on of the various
curricula programs as such, but! with yout pekmission to sort of engage in a little personal re-
miniscing about “What Technical Education h ifé for South Carolina™ because it is a success
story. ) ’ ' '

A

It’sa glcce'ss story, involving more thin just an inovation in edueation that happened to work.
When*we speak of Technical Educatidn in South Carolina, we are speaking of a program that has
changed the entire course of our Statejin the last 15 years. Because 15 years ago our State along,
_with many other Southern states were/still suffering from the affects of post- economic slumps.
‘Now, I’'m not talking about po tld War II or post Korean War, I'm talking about the War

the Nation had even known in its history. From the days of complete ruin immediately after W |
v

Cotton, the advent of a Bortion of the New Englad Textile industry coming to the South because
they were looking for low wages and to excape Unionism, and that industry, of course, was a very
narrow base. By the mid 1950’s industry in South Carolina had become somewhat stabilized,

Rut we were not makifg any great strides. There was.still not enough jobs to go around. People
wefle leaving the Statelin massive quantities. Betweén 1950 and 1960, over 200,000 citizens left

South Carolina. y . .
- ’ * A \ ] .

We suffered a net loss of population of 220,000 persons. That meant that‘more than 20,000
beople, mostly young peoplg we had educated and when they got to the taxpaying stage, they
went up.(you know the Black people had a favorite saying that was applicable to the Black and
White alike, when they got out.of school they vilent\up the road to look for a job) and that is what
had happened to South Carolina for a century. It was not a happy prospect that we faced in the
myd 50°s. At that time, the census of 1950 showed that our per capita income was less than 900
dollarg,per year and even by 1960 it had only risen to only about 1,300 dollars a year and that .
was less than 60% of the National average. In fact, our per capita income put us at the very’
bottom of the List. Occasionally we would say thank goodness we got Missi§sippi'because they

. were the only ones lowest,with any regularity and sometimés they, would exceed us. So, it didn’t

take an economic expert to realize that something needed to be done. Obviously, we needed more
jobs. We needed better jobs, and we also needed some way, to attract industry to provide tﬁose‘ . o
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jobs because we did not have the capital in SouEh Carolina to prov‘ide for the industrial expansion
to produce, the jobs that were needed.

bl

-

Back in 1959, we decided to take a look at what ought to be done, and we visited a lot of states.

~ We spent a delightful 3 days in Arkansas, the Governor was very good to us-Mr. Rockefeller was
head of the Industrial Development Program there at the time. We spent some time in Georgia and
North €arolina studying what the problems and the possible solutions were. In many states at that
time they had tax incentivesthey wey€ telling industry, you come in and we’ll use our municipal
tax exemption to build you a plant &gu don’t have to pay any taxes in 20 years. We thought

wseriously about that in South Carolina. Frankly, one of the reasons we discarded it was because
I diden’t think the Legislative would buy it. 1 tell now the real reason was we thought that is was
a bad deal but at that time we were so desperate we probably would have tried it if the other
aspect had not shown some promise. And that was the proposition of developing our human
resources, our people. We felt that'instead of offering industry from the North a tax exemption
far five, 10 of 15 years or any of the other so called gimmick, if we could say o them, “You come
to South Carolina and we will train your workers!” We told them if you wére here we would put

. you 1n the black in a month- - that was the inducement we held out and fortunately thanks to\wond-
- erful people who got into the program at the very outset.
\___-‘___T-f* *

Tom Barton is an outstanding example - - we were able to keep some of those earlier commitments
as Dizzie Dean says, ‘It ain’t bragging if you dos it, and we dos it”. But at any rate, in those early
critical days, 1959-60, we revaniped our Development Board, %?le birth to Technical Educgtion.

I like to recall those days because as Tom indicated,

I was a very Junior State Senator, given the chairmanship of that Committee. Fortunately,in «
having a good Committee, our Junior United States Senator Fritz Hollings was Governon then
and also on the Committee was the Chairman of the House Judiciary Committee, a young

- Legislator named Bob McNair, who was my predecessor as Governor. I told the Plannin, oné;
mittee a portion of this story and they though it was rather, amusing, it’s true and I wif{ sh
that, maybe to tell you a little more about it. -

4 ] .
At any r‘sé 1s Commttee came up with these ideas particularly the Technical Education idea
and n all frankgess, the 1dea seemed fairly good at the time, but people who made it not just a

good 1dea, but a ant stroke of genious were two first committees that were created which
was completely from the private sector, business oriented and secondly, a wonderful stand, it
-» was a symbol. . 4 %

Tom Barton was the Chairman or the Director of the first Technical Education Center at Green-
wville. That Center got off to a roaring start, was emulated throughout the State. Part of my
story 1s this - - all of us on that Committee began to bask in the glory of the success of TEC.

It elected Bob McNair Lt. Governor and Governor; it elected Fritz Hollings to the Senate; it
re-elected me to the State Senate, elected me Lt. Governor and then elected me Governor.

. You knpw, politicians always claim credit for the good and put the blame on somebody else
for the bad. Itold the Committee this story whichjis a true one. Fortunately, Fritz nor Bob
or I ever had an occasion to run against each other.’ And jt’s fortunate because at one political
raly some years ago, a young man was the Master of €erimonies and was introducing us all and
he was readipg the introduction that was furnished - - of course all of us had furnished the best
introduction possible. He introduced Fritz Hollings first who was running for U. S. Senate;
“Mr. Hollings while Governor created and established the Technical ‘Education Program and
is known as its father”. Well, Fritz got through and I knew wh confing. He had my
biography there and he said, “Senator West authored the act cfeating the Technical Education

® Program and is known s the father of Technical Ed\uication inySouth Carolina”. When he got
9 that out he stopped, turne | to both of us with a little grin and said, “Fritz, you and John will
jugt have to have a Patemlty Suit!”’
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At any rate, the program was 50 good, the benefits had been so great that fortunately the credits
had been enough for everybody-to share. But as I say, the real credit goes to the people who made
it work The grandest 1dea in the world, the best Legislation in the world, are useless unless there
. . is proper 1mplementatlon B
'Back’in those days we got a hundred million dollars in new industry, we thought we had & succes- /
sful year. This last year, we brought a billion, two hundred and 28 million dollars in new industry
in South Carolina in one year. Without Technical Educa'tion.we would still be at the bottom of
the economic ladder in g}l of the meaningful statistics. Thanks to Technical Education, in 10
years we have trained nearly half a million people, that’s approximately one half of our total
work force having gone throughssome phase of training under our Technical Education Program.
Today, our per capita income has increased to more than 3,400 dallars versus that 1,300 dollars
in 1960. We are eighty per cent of the National average, 93% of the Southeastern average, the
median family income computed at the end of 1960 was the highest of 8 other states - - more
than 7,600 dollars.. . . s

Perhaps even more significantly though, statistics I think prove thé\worth of the program and the
value of the program rather than the dollar and cents. Statistics iy’the fact that we are no longer
losing that 20,000 citizens each year who went out of our State to find employment. Last year,
for the first time since reconstruction, we had a net increase, we had immigration of citizens
instead of out-migration. The most precious human resource known to our State and I believe
to the Nation 1s people. When we were losing people we were losing vital life blood of our State.
So, TEC now is an institution. A half million graduates of our programs are better trained, better
paid, better educated than any other workers in the history of our State. Our economic growth
has been shown in many ways. Not the least of which has been the benefit which our increased
: productmty, our increased per capita income has had in our Public School System For example,
1n 1962 we had a per capita expendjture of education in our Public School System of only $260/
per pupil per year. Ten years later that had tripled to over $700. So I can credit the growth
change in South Carolina to many factors, but there is one which gtands heads and shoulders
above all others and this is our Technical, Vocational Training Programs. I too would like to add
a word of ‘appreciation to Mr. R. D. Anderson and many others like him who struggled for years
v to make the Vocational Programs in our high schools the meaningful part ; - the part which was
not consider®q the “step child”. Mr. R. D. and others, despite many local pressures, joined in
this new system and the two have complimented each other. As Tom has pointed out today,
we have,comerto a new philosophy in edycation in S. C. - - a philosophy which I think is spread-
Ing rag;‘fi y and I'm happy that we reached it perhapsa little earlier than some other areas, namely,
that an edycational system has got to be flexible. It’s got to meet the needs of the people. A
substantwfl nmber of persons fail in a School System-it’s an indication of the lack of adequacy
of the system)just as much or pethaps more the mdmdual s. So today, we have come {o the real-
ization that we have an obligation to formulate, to make available to al persons an educatlonal
system whith will develop each his basic potential to the fullest possible amount- to give them the
personal satisfaction of progressmg, to give themthe opportunity to become a part of our economic
) hfe. Had it not been £0% that, Technical Education’s philosophy would not have caught hold as
1t has and reacted to the benefit of ouf entire State. So, in conclusion, I can say that we have been
very fortunate n S. C. durmg the last 15 years, our old outlook has changed, opportunities have
changed and I would leave with you these two observations. the success of our System and I
often‘/boast about it, I say that, we have not just the finest gystem’in the U. S_, but the finest in
the world, and I know that iSn’t very becoming to talk to some of you who are rivals, in one sense, !
but, the thing which has impressed me has been the spirit of cooperation hetween the States -
we borrowed heavily people and 1deas from our neighboring state and other/states we hope you
can profit by us, but,today I ook upon the United States and particularly, South Carolina, as . /
a new frontier far the world - - we have a tremendous amount of foreigh investment in South
N Carolina. People are commg here, and $he Technical Educatxon Program i is the biggest selling point,
Q . ,) - Y .
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« . but, the two points which I would leave with you, the two thoughts which I hope you will keep
in mind in the success of this or any meaningful educational program which have far-reaching
affects is that (1) education must be relevant and responsive to the needs of a particular areaand | -
the society 1t serves, and (2) it takes a coordinated, combined team effort of the private sector,
the business community, the public sector, including the political leadership and the educational
leadership--1if you get a blend of these elements, working together, then, _\,'rou will have a tremen-
dously successful program. Fortunately, this has been our experience in South Carolina and that
,is why we can look to the future with pride and assurance that there is a better life in store for v
future-generations here. o

.
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APPENDIX A .
AMERICAN TECHNICAL EDUCATION ASSOCIATION, INC.

Minutes of Proceedings

ANNUAL BUSINESS MEETING ,

Eleventh Annual Clinic on Teqhnicél’Educatign .

L4

Carolina Inn o
Columbia, South Carolina ~
March 28, 1974

¢

President Jack Tompkins called the meeting to order at 4:30 p.m. He opened thé

- meeting by making a report on the election and introduced the newly elected offi-
cers: Leon Hardison - Vice President, Harry Bigelow - President Elect, Mary Ellis -
President. ~ - .

Dr. Ellis gave a short statement about her hopes and plans for 1975. She will serve -
as President of both AVA and ATEA. ]

Mr. Richard Halvorson reported on\pfbgness'of next year's Clinic at Spokane.

Dr. Tompkins introduced the Executive Director and Trustees. Mr. Bigelow gave-&
report on the election of the trustees far 1974.  Election judges were: John -
Tracey, Oliver Rogers, Charles Whitehead, Thomas Stone, and Harry Bigelow. Four
hundred fifty one mail ballots were cast for the five positions on the Board of _ -
.Trustees. MWinners were R. N. Culbertson, Arnold E. Metz, Roger A. Mussell, Arnold H.
Potthast, and Barbara J. Walter.. . Mr. Charles_Whitehead moved that the report be
accepted. Secnded by Morris Roney. Carried. o

Dr. Don Phillips, Chairman of the Nominating Copmittee for Trustees for 1975-78,

read the 1ist of nominees and moved that the slate be accepted. - Nominated were:
Dewey Yeager, Norman, OK; Paul Robertson, Albuquerque, NM; Lee Ralston, Los Angeles,
CA; H. E. Miesch, Fort Worth, TX; Daniel Wise, Largo, MD; Rob®rt 6hilders, Atlanta,
GA; Ralph Caldwell, Jackson, MS; Virginia Dobbs, Mesquite, TX; Ted Talbott, Waco, TX;
A, d. Mi]]er,'Columbus,‘OH;”Michae] Nisos, Washington, D.C.; and Jake Salley, Go]umEia,
SC. ’ M .

LS . *
Before -opening nominations from the floor, Dr. Tompkins stated the rules that must be
followed to make a nominee eligible, (iel}muSt be a paid-up member, must state in
writing that if elected wi1l be able to attend meetings and serve, and must supply‘a
picture and short resume.of .experiences before election.. : '

Mr. Charles Whitehead then nominated: Jack Tompkins, Waco, TX; Lloyd Pﬁ%pps, Urbana,
IL; George Parkinson, Milwaukee, WI; Donald PhilTips, Stillwater, OK; James' Horton,
Wahpetor,, ND; and 'pn Hardison, Memphis, TN. Roland Roy nominated Harrj\ﬁgxornx,
Milwaukee, HJI. O ~ )

It was moved by Mr. Roney toingond the nominations and have nominations close.
Seconded by Roland Roy. Carried. ) —

Dr. Tbmpkins then introduced the Past Presidents who were in attendance.

L

. The 1976 National Clinic Was'Hiscuséed by Dr. Tompkins. It was hoped that this

annual g]inic.could be held, in ghe northeast area of the United Stategs. It was
q O .
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scheduled for Maine. ThlS group dropped because fac111t1es would not be ready

He stated that anyone wanting to sponsor this C11n1c should send a proposal to
Dr. Mehallis at Miami-Dade, Florida. Mr. Arnfld Potthast asked what would happen
if no proposal was fopthcqm1ng from the northeastern area.’ Mr. Mehaldis then
replied "Move to the Zentral reg1on'l and then gave the schedu]e for future s1tes

Dr. Tompkins then repoF ed\ko the Trustees on.actions &t their meettng in regard
to the agreement between AVA\and ATEA to have Jjoint sponsorship of National Clinics.
He then read the following agreementg\

In response to the request of the AVA- Tech Educat1on Divisiofi represented b Char]es

0. Whitehead, acting on the d1rect1ons of the-Policy Committee, AVA Tech. Education

Division. - .

The ATEA through the action of its Board of Trustees agrees that the ATEA, the U. S.

Office of Education and the’ AVA ‘Technical Education Division will sponsor the annual

National Clinic on Technical fducation. The ATEA will appoint the Chairman, and the
-4, USOE and "the”AVA Technical Education Division will each appoint a co- cha1rman to the
e program p]ann1ng committee. '

The ATEA will bé respons1b1e “for logistics, physical arrangements, and fiscal opera-
. tion of the Clinic.” The role of the USOE and the AVA Technical Educatiom Division
¢ will be primarily for purposes of estab]ish1ng program content. By: W. Brooking,
. R. H1dJaas, C. 0. Whitehead, G. Meha]]1s

Dr. Tompk1ns alse announced that Mp: Fenninger was awarded~a41-expense trips to all
. future-National Clinics. Mr. Fenningér responded with a thank you in his own behalf
-and espec7a]]y from his secretary - daughter, Ruth

Dr. Tompk1ns exp]a1ned election process, he also felt the process should be changed
" by chang1ng By~ Laws along with a few other changes )

Announcements were made to. have delinquent members pay their dues and thatggff1c1a1
— ATEA pins were on sale.

Dr. Roney asked what action the Trustees had taken on the quest1on of affiliating .
AFEA membersh1p Wwith ®he American Association for Advancement of Science. Dr.
'Tompk1ns stated the matter had.been tabled. Dr. Roner asked that some action be
taken, that the-decision be given to the Executive Committee or some other committee,
and then gave the advantages of be]ong1ng to a prestigidus group like AAAS. After
" some discussion, “including confirming remarks by Parkinson, Dr. Tompkins said ™2
would advise the group that the Executive Committeg would give it further study.
- {
Dr. Tompk1ns then called on, the new President, Dr. E1lis; for her 1deas about 1ext  »
year. She said her objectives would be to make revisions in the By-Laws, to dtrengthen
the Regional Council, to see that a. po]icy and procedure manual is.printed for dis- |
. tribution and to doub]e the memberstip in all three areas - individual, industrial and
7. . institutional members. She said she hoped to make the National Clinic in Spokane, WA,
the biggest and best eyer.

A .
Respectfu]ly subm1tted, =

. Odin Stutrud, Execut1ve Director h :

o - £ 4y Vo

: Meeting adJourned.
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THE PROGRAM

Eleventh Annual
NATIONAL CLINIC

" ON TECHNICAL EDUCATION

Sponsored by
American Technical Education“ Association
‘“ and
United States Office of Education
Hosted by
Greenville Technical Education Center
_— and o
South Carolina Baard for Technical
T . / and
Comprehensive Education

©_ March27 — 29,1974 i -

»
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Carolina Inn

Columbia, South Carolina
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»
Resolution for
. william N. Fenninger ’ \ ' o
WHEREAS Mr. William N. Fenninger ‘has
demonstrated a life-long involvement in educating the
* «youth of the nation for the world of work, and . :
WHEREAS he has been instrumental in
establishing standards of exce//ence for post- secondary
technical education, and
WHEREAS he .has served with distinction and
personal sacrifice as the first Executive Secretary of the
Amefican Technical Education Association from 1958 . g
to 1973, and ' '
WHEREAS he has been recoghized by professional
organizations and governmental agencies for his -
outstanding contributions to the field of technical
education,
BE 1] THEREFORE RESOLVED -that the
Eleventh Annual Clinic on Technical Education held in
Columbia, South Carolina on WMarch , 1974 be

dedicated to Mr. William N. Fenpinger for his
outstand/ng dedicdtion ‘to the f/e/a' of . technical

-

education. .
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' PROGRAM
ELEVENTH ANNUAL NATIONAL CLINIC
ON TECHNICAL EDUCATION

March 27,28 and 29, 1974

Theme . .
"“Technical Education - .
A Continuing Search for Quality” \

Tuesday, March 26, 1974 : L

5:00 - 8:00 PM Registration - Mezzanine )
.6:00 - 8:00 PM Attitude Adjustment Hour '

{Dutch) Marco Polo “'C” v

Wednesday, March 27, 1974 ¢
8:30 - 10:00 AM* - Registration - Mezzanine
‘¥ 8:30-10:00 AM  Coffee and Sweet. Rolls -
) Imperial - "B’

' "~ General Session 1 - Imperial - “A"’
: '76200- 11:30 AM

Presiding: Dr. Walter Brooking
. Division of Vocational &
Technical Education .
Unitgi States Office of Education
Wathngton, D.C. -
: 4
Recorder: Dr. Larry G. McDougle, Director
Columbia Technical Education .
! - ) Center )
West Columbia, South Carolina, ,
i . : : o
Welcome: * Dr. Charles E. Palmer . " '
Executive Director . .
\ : State Board for Technical and | v . b
_ Comprehensive Education . ‘
W .~ Columbia, Sauth Carolina S

Introduced By: Walter Brooking . : s

¢ i , e

o _VISIT THE EXHIBITS L, %
. ¥ 10:30 AM - 6:00 PM Wednesday and Thursday S
. . o . 10:30 AM - 12:00 Noon Friday ' . ’

-95




SUBJECT! |

Keynote Address:  Dr. Bob E. Childers’
Executive Director,
Commission on Occupational
Education
Southern Assomatlon of Colleges
and Schools «
Atlanta, Georgia

- Introduced By:- Gedrge Wallace, Director
: Occupational and Adult Education
United States Office of Education -
Region {V
' Atlanta, Georgia

11:30 - 1:00 PM Lunch on your own.

General Session 2 - Imperial - "A”’

1:00-2:30PM ~ Achieving Quality Through
. ‘  Effective Programs

Presiding: Odin Stutrud, Executive- Dlrector
’ American, Technical Education
Association %
- Wahpeton,. "North Dakota f

Recorder: Leon Hardlson, lesuon Head
Related Studies :
State Technical stitute at
Memphis
Memphis, Tennessee

p "5 " SUBJECT Il

~ Address: “Improving Technical Education
. ' through Teacher Training"’

. Dr. Don Phillips, Director

. Technical Teacher Educationt
Oklahoma State University
Stillwater, Oklahoma

SUBJECT i
\ Address: . “Effectuve Counselmg for Effectlve
: L Programs ]
v Chester Pachucki, . ,
R Public Servuce“ﬁatltute Loop College
; .- City Colleges of Chlcago

Chicago, Hlinois

2:30 - 2:45 RM Céffee,Break - Imperial - g’

» - ‘ :
P L “u




2:45 -4:00 PM Discussion Groups .
. Subject II - Marco Polo - “A"
Subject 111 - Marco Polo - ““C"” *

4:00 - 5:00 PM ATEA Business Meetjng - I'mperial o L
uAu ‘\\) . -

Presiding: ~ " Dr. Jack E. Tompkins
President, ATEA

F
Thursday, March 28, 1974
7:00 - 9:00 AM Breakfast for Past Presidents
. Pagoda “"DEF"

9:00-9:00 AM  Coffee and Sweet Rolls - Imperial - § ' il

g \

- General Session 3 - Imperial - "A"

9:00-10:30 AM  '"AcHieving Quality Through R
: . Effective.Program Management’’

Presiding: - Robert A. Ferguson, Director
: Atlanta Area Technical School
Atlanta, Georgia ' .
Recorder: 8 Dr. John Lloyd, State Sugervisor,
. Division of Post Secondary
Vocational-Technical and Adult
Programs,
’ Atlanta, Georgia

SUBJECT IV

Address: o “General Overview - Management
. by Objectives" ’

Dr. William W. Stevenson, Assistant
:Director Head, Research Planning
and Evaluatign K
Oklahoma State Department of
Vocational-Technical Education
Stilleter, Oklahoma

r

VISIT THE EXHIBITS :
10:30 AM - 6:00 PM Wednesday and Thursday
10:30 AM - 12:00 Noon Friday

o ) . 97 ’ i Q4 . o P

., " ¢
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SUBJECT V. -

Address: ~ "Joint Participation in Progressive
Change Through Management by
Objectives”

Dr, Jack Tompkins, Vice President
Texas State Technical Institute
Waco, Texas :

SUBJECT VI
Address: - “Now That The Fear is Over”

Delbert Morrison, D,irectBr

Duncan Area Vocational-Technical
School -

Duncan, Oklahoma

10:30 - 10:45 AM  Coffee Break - Imperial - "B’

10:45 - 12:00 Noon Dsscussson Groups
Supject 1V- Marco Polo - A" / ’
Subject V - Marco Polo "“C"
+ Subject V1 - Marco Polo “'B”

12:00- 1:30 PM Lunch on you.r own.
ngeral Session 4 - Imperial - “A”

1:30- 3:00 PM " Achieving Quality Through Super-
vised Work Experience” | . |
Presiding: Clyde W. Hall Chairman, Division
of Technical Sciences = *
Savannah State College
Savannah Georgia

-

Recorder: ., Dr,Ruth Mldjaas Consultant

* Vocatiohal Education -
o Oakland Schgols

. Pontiac, Michigan

’

’

VISIT THE EXHIBITS
10:30 AM - 6:00 PM Wednesday and Thursday <
10:30 AM - 12:00 Noon Friday . j/ *

.
* - .
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‘ "SUBJECT VII - 3
Address: "Achlevmg Quality, Through . :
" .Supepssed Work Experience '

. . Allied Health”"

W. D. Workman, 1,

Greenville Technical Education -

"Center- © . ' @
' Greenwlle South Carolina . e

- 'SUBJECT VIl ' =

N

' Address: " Achieving Quality Through Super- . S
. vised Work Experience - Criminal

Justice” v

Charles Figher, Director } >

Institute of Criminal Justice

Miami-Dade Community College ,

- Miami; Florida

PO yoro
A /

SUBJECTIX L

Address: "Acth@F\g)Quali;V. Through Super-
. - vised Work Experience X
. Agricultural and Industrial’”’ ; : i

Gayle'Wright . ' A S
Parkland Junior College ,
, Champaign, lllinois ’ o -

3:00-3:15PM Coffee Break - Imperial - "B"

3:15 - 4:30 PM Discussion Groups.

Subject VII - Marco Polo - YA” .
. Subject VIII - Marco Polo - "C"’ Vg
* Subject IX - Marco Polo "B"

N & :$‘

7:00-9:00PM~  Tour - Midlands  Technical
) Education Center ‘

&

- \ vor ‘ ) . 1" - -
<o VISIT THE EXHIBITS = & o

. 10:30 AM - 6:00 PM Wednesday and Thursday . .
\ * 10:30 AM - 12:00 Noon riday ] * T,
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STTOTT L (Friday, March 29,1974 - -
] "8:00 - 9:00 AM Coffee and Sweet Rolls - Imperial - *
¢ LA ’ - . ) ‘ uBn )

\ o General Session 5 « |mper|a| A"

,9: 00 10: 30 AM ~ "Assuring Quality Through Student
. Developmental Programs’’ v
) : Presiding: . ‘Rlchard Halvorson, Dlregtor S . ,
- ) oo . " Governmental Affairs. « - ' e
' ' Washington State Community . - . s
- College _ o .
Y ) Spokane, Washington .
] , Recorder: - - Harry~ Bigelow, Executwe Assustant
. ' ot " Argonne National Laboratory
~ o Argonne; {Hinois ) .

- , . »

L " " SUBJECT X o ’
« ' Address: “Achieving Quality Through A+ .
' ' t _ Studeént Development (Remedial * “
_ Post Secondary) Program” '

. . Dr: Arthur Cavano, Director,
Con e s " -General Edutation” . . ‘ ; : .
' ' Fayettéville Technical%itute o o
* - " - Fayetteville, North Carolina R ) ,

) . SUBJECT XI . N
. : Address: - ., "Developmenta! “(Remedial) » - *
) . ‘Programs "'in the Servxce - Air &
© .. o Foree” C R
. S e Dr Lioyd Maxoh, Chief Trammg L Ce
' ’ . -Evaluation Division ' -, ST
.. . USAF School of Apphed Aerospace oo e
' Scuences . N —
Sheppard Al Force Base IR v .
©© " .. Wichita Fall, Texas - - ° S

. BEENN
- -
o 0 B “

» .. . ' . I ey

: - - , vnsw THE EXHIBITS P S
’ 10:30 AM - 6:00 PM Wednesday and Thursdav S e R
10:30 AM - 12:00 Noon Friday ’
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SUBJECT Xk

‘*Remediation: Through Individ-
ualized Instructidn”

Dona Seay, Project Director
Technijcal Edugat!on Research
Center, -

Montgomery; Alabama .

‘13)/30 11:00 AM  Coffee Break - In‘{penal “B"

11: 00 12:00 Noon Discussion Groups
. Subject X - Marco Polo - “A"”
Subject X1 - Marco Polo - “C”
Subject X1 - Marco Polo - 'B”

General Session 6 - Impérial - A’

12:15-2:00PM - Luncheon Meeting - Imperial - “A"
Presidin.g: - Dr. Jack Tompkins
' , President ATEA

Recorder: . Dr. James Horton
Vice President, Academic Affalrs
North Dakota State School of
Science
.Wahpeton, North Dakota

‘Address: “Technical Education in South
Carolina”’ .

Hon. John C. West, Governor -~
State of South Carolina

- Introduced By: - Dr. Thomas E. Barton, Jr., Director
Greenville Technical Education
Center

' -« Greenville, South Carolina

»

£

2:00= 5:00 PM ' Industrial Tour
5:00 RM: - Clinic Adjourned -

. VISIT THE EXHIBITS
10:30 AM - 6:00 PM Wednésday and Thursday
110:30 AM - 12:00 Noon Friday ¢
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NATIONAL PLANNlNG COMMITTEE

WALTER J. BROOK]NG Educatlon Program Specialist
Division of Vocational/Technical Educatlon
U.S. Office, of Educatlon Washmgton D.C.

RICHARD COOK Division Head Business .
Greenville Technical Education Center

Greenvulle South Carolina

MARY ELLIS, Director
Technical Education Research Center

Washington, D.C.

"ROBERT A. FERGUSON, Director
Atlanta Area Technical School
Atlanta, Georgia

L.L. LEWIS, Director
S.C. State Dept. of Vocational Educatlon

Columbla South Carollna

GEORGE MEH-ALLIS, Director
Technical-Vocational Studies
Miami-Dade- Comnhunity College

. Miami, Florida ]

LLOYD PHIPPS, Chairman
Department of Vocational-Technical Education i

University of Hlinois
Urbana, lllinois

:
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* JAKE SALLEY, Associate Director
. Columbia Technical Education Center
West Columbia, South Carolina
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ODIN STUTRUD Executive Director
American Technical Educatio “Assomation

/Wahpeton North Dakota

JACK TOMPKINS, Vice Presidént
Texas State Technical Institute o
Waco, Texas
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GEORGE WALLACE, Director
' * Occupational and Adult Education
U. S. Office of Education*
-Atlanta, Georgia
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LOCAL ARRANGEMENTS
HONORARY CHAIRMEN

CHARLES E. PALMER, Executive Director
South Carolina State Board for Technical and
" Comprehensive Education
Columbia, South Carolina

THOMAS E. BARTON, JR., Director ~,
Greenville Technical Education Center ~
Greenville, South Carolina

CO-CHAIRMEN

RICHARD COOk -
Greenville Technical’ Education Center
Greenville South Carolina

JAKE SALLEY
Coluntbia Technical Educatlon Cerater
West Columbia, South Carolina

o
.

COMMITTEES

COMMERCIAL EXHIBITS
Paul Jarvis .’
Columbia Technical Education Center
West Columbia, South Carolina

" REGISTRATION

Jack Hunter _

Greenville Technical Education Center
Greenville, South Carolina

oy A

COMMUNICATIONS AND AUDIO VJ,SUAL
Sam Higgins
State Board for Technical and tomprehenswe
Education .
Columbla South Carohna

TOURS:

Ray M;xon

Greenville Technical Education . Center
Greenville, South Carolina

’




MEDIA RELATIONS
Coleman Daniel . ~
Columbia Technical E@ucation Center

+  West Columbia, South Carolina -

‘< -

RECORDERS. .
Martin Pautz ,
Greenville Technical Education Center
Greenville, South Carolina -

WIVES PROGRAM
Frances Hines ,
Greenville Technical Education Center
Greenville, South Carolina
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WALTER J. BROOKING
Division of Vocational/Technical Educat1on
u. S. 0ff1ce of Education, Washington, D.-C.

-

RICHARD COOK . °
Greenville Technical Educat1on Center .
Greenville, -South Carolina

MARY ELLIS
Technical Education Research Center
Washington, D. C. '

ROBERT A. FERGUSON
Atlanta Area Technical School
Atlanta, Georgia

L. L. LEWIS
S. C. Department of Vocational Educat1on
Columbia, South Carol1na

L
ot

GEORGE MEHALLIS . '
Miami-Dade Commuhity College

Miami, Florida

LLOYD PHIPPS
University~of Illinois
Urbana, Illinois

JAKE SALLEY
Columb1a Technical Education Center
. West Columbia, South Carolina

ODIN STUTRUD
American Techn1ca1 Educat1on Assoc1at1on
Wahpeton, North Kadota ’

N

A
JACK TOMPKINS | .
Texas .Stat Technical Institute
Waco, Texa | '

GEORGE WALLACE '
U.’S. Office of Education
Atlanta, Geprgia
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HONORARY CHAIRMEN

CHARLES E. PAIMER
S. C. Board for Technical

§ Comprehensive Edufation

Columbia, South Carolina

.-

CO-CHAIRMEN

RICHARD COOK

Greenville Technical
-Education Center °
Greenville, South Carolina

-

%

CCMMITTBES

i

MRCIAL EXHIBITS

~

REGISTRATION

_ COMMUNICATIONS AND AUDIO-VISUAL

‘ -

MEDIA RELATIONS .

[T~
o =

T‘b-"

RECORDER

WIVES PROGRAM

THOMAS E. BARTON JR
Greenville Technlcal Education Center
Greenville, South Carolina

JAKE SALLEY

+ Columbia. Technical

Education Center .
West Columbia, South Carolind

Paul Jarvis
Columbia Technical Educat1on Center
West Columbia, South Carolina

Jack Hunter .
Greenville Technlcal Education Center .
Greenville, South Carolina

- Sam Higgins

S. C. Board for Technical
& Comprehensive Education

Columbla, South Carol1na

Ray Mixon -
Greenville Technical Education Certer
Greenville, South Carolina 3

Coleman Daniel
Columbia Technical Education Center .
West Columbia, South Carolina

2
Martin Pautz )
Greenville-Technical Education Center
Greenville, South Carolina .

Frances Hines
Greenville Technical Education Center
Greenville, South Carolina
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ATTENDEES

)

Abell Norm
American Vocational Assoc.
Washlngton, D. C.

. Abrams, Saklf
" Spartanburg TEC
Spartanburg, S. C.

Knderson, Audrey
" Spartanburg "TEC
- Spartanburg, S. C.

Anderson, Arne
Bay Commynity College
Escanaba, Michigan

Anderson, Robért K.
Minnesota Dept. of Education
St. Paul, Minn

Angley, Steve

Columbia TEC

W. Columbia, S. C.

Aten, Kenneth L

Mid Plaips Voc. ﬁ?hch College
N. Platt Nebraska

Atklns, Karen

Spartanburg TEC
‘.Spartanburg, S. €.

. Aull, Donald K.
> Colu@bia TEC
* W, Columbia, S. C.

Aust, P. Hale

" Northeast Miss. Jr. College

‘' Bonneville, Mississippi
C

Austifi, Donald G,

Tri County TEC

Pendleton, S. C.

Ballard, Wa. B.
Columbia TEC
“W. Colmbia, S. C.

! s
Barton, Charles K.: '
Wm. Rainey Harper” College

. Palatine, Illinois

Barton, Tom E.
Greenville TEC
Greenville, S. C.

Beck, Earl P.
Columbia TEC

‘W. Columbja, S, C.-

Beckman, Ronald M.
North Central Tech, Institute
Wausau, Wisconsin

Bigelow, Harry
Argonne National Ldb.
Argonne, Illinois

Billiet, Walter E. =
State of New Jersey

'—Trenton, N. J.

I3

Bird, James A.

Rio Grande Campus of

Texas State Tech.
Harlingen, Texas

Bishopp, Steven D.
Coordinating Council for
Occupational Ed. -

‘Olympia, Washington

Bittfe, Ray
Southern Illinois University
Carbohdale, Illinois

Boulware, George W,
Palmer College @ Columbia
Columbia, S. C.

Bowie, Stephen A. -

.Greenville TEC

Greenville,.-S. C,

Bray, Charles H.
Columbia TEC
W. Colm\ia, s. C.




' Brool;ing, Walter J.” i Cates, Robert E.
U, S. Offace of Educa‘tmn ) Columbia TEQG

‘ Arlmgton, Vlrgmza W, Columbla, S. C
Brown, Paul - - Cavano, A 'I‘
Mldlands *TEC T . Fayetteville Tech. ‘yst.
Columbla, S. C. ‘ - " "' Fayetteville, N. C:

_ Brown, Walter D.’ © ' ‘Chakonas, Paul- -
. Southeastern Com. College New York State Ed. Dept .
ﬂ Whltevﬂle, N. C- ' Albany, N. Y.””

" Browning, RufusC. . Charles, S. F. .
Montgomery College Regional Com. College
Rock\ulle, Md. " Hartford, Conn.

Bryan, Randy . - - Chason,-Bob
Indic oc. Tech. College Piedmont TEC
India polls., Indiana . - . Greenwood, S. C.

Burch "E. E. ° . Chen, Li-An
Spartanbur 'I’EC . Ministry of Ed.
Spartanbat ; Taipei, Taiwan

- Childers, Bob E, ’
- SACS
Atlanta, Georgia

PSRN

-

VT e B N el o S v Y B RS i
T = N

¥

Cobb, Barbara
Spartanburg TEC ,
Spartanburg, 5. C.

'

Al

: ; ) Coleman, Wayne D, -
Florence-Datlin; Eastern Illinois Univ.
Florence S. C. T . Charleston, Illinois

Caldwell, Ralph a;;; - Colx%iarold K.

Mississippi Dept. LofEd. - - Durham Tech. Institute
'Jackson Miss. g oL S Durham, N. C.

Cameron, h‘m 0., % i A Collins, James A. , -
Fayetteville Tech. THEhy, - Chesterfield- Ma.rlboro TEC
Fayette,ville, N. CI 73" Cheraw, S. C. 3

-

’ Campbell, .Thomas C. | Cooke Dick -
Beaufort TEC Greenville TEC ~
Beaufart, S. C. R Greenville, S. C,

Cash, Richard ) Cook, 0. K. . :
. Spartanburg TEC, © TyMEl - - Orarigeburg-Calhoun TEC )
Spartanburg, S. C.‘ g Orangeburg, S. C.

A AR .
Caspary, Gerald J. i Cory, Ed. D,
Michigan Tech. Univ. Pennsylvania State Univ.,

Houghton, Michigan University Park, Pa,

TN s S




Crates, Robert G.-
CTI, Inc.
Mt. Pleasant, S. C.

Cribb, Richard
Columbia TEC .
W. Columbia, S. C:

Cristofaro,'S. De
Rochester Inst. of Tech,
“Rochester, N. Y,

/

Culbertson, Dick

Com. College of the Air Force

Randolph AFB, Texas ’

Cumalander,, Jake
Columbia TEC
W. Columbia, S. C.

Cunningham, Lawrence
Valencia Com, College .
Orlando, Florida

" Dahlin, Gene L.:

Gogeb1c Community College
Inonwood Michigan. -

Dalusky, George A,
Atlanta Area ‘TECH.
Atlanta, Ga.
Daniel, J. Coleman .
Columbia TEC . :
W, Columbia, S. C:

Danielson, Alvin B,
Washington Com. College
Spokane, Wash KE

Davis, Charles R. .
Forest Echoes Vo-Tech. Schdol
Crossett, Arkansas

Davis, Lowery-
New Mexico State Univ. ‘7
- Lascruces, N..M, )

Davis, ﬁa:y Alice
,Midlands TEC )
Columbia,'S. cC.

'bans, Mary Jane
Pinellas-Voc. Tech. inst.
. Clearwater, Fla'av "

14

DeFore, Jesse J,
University of Florida
Gainesville, Fla,

Divver, Tom
Spartanburg TEC

Spartanburg, S. C,

Dolllnger, Richard E,
Florida Jr..College @ Jacksonville
Jacksonville, Fla.

Donahue, Matthews C,
Cape Fear Tech. Instltute
Wilmington, N. C.

Donnelly, Joe -
Beaufort TEC
Beaufort, St C. "

>

.. Dorn, Gerald
Piedmont TEC i
Greenwood, S.-C, T

Doss,, Bryan

. Texas State Tech. Inst,

Waco, Texas

Doty, Charles R.
Rutgers University
, New Brunswick, N. J.

' Preisch, G. Norman
Essex Com., College
Baltimore, -My. -
Duffy, Richard P.
» 8§, W. Wisconsin Vo-Tech, Inst,

*. Fennimore, Wis.

Duke, H, B.*
. Spartahburg TEC
Spartanburg, S. C.

Dyar, Rouglas W,
Columbia <:I’EC .
W; Columbia, S. C.

Eagle, Eprle H. .

' State Bd. for Tech. & Comp
Columbia, S, C,

-Ehrl, Charles

Spartanburg TEC

. Spartanburg, S. C.
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Edwards, Hugh

Columbia TEC

W. Columbia, S..C.
Edwards, Lewis M.
"Schweiter School

Wichita, Kansas

Ehlers, Leroy
Chesterfield-Marlboro.TEC
Cheraw, S. C.

Ellis, ‘Mary L.
“Tech. Ed. Research Center
Washington, D. C.

Eltzroth, Bjll

Brick Institute of America

McLean, Virginia

Ely, Robert

Orangeburg Codhty Com, College

Middleton, N. Y.

Engle, Stan
Columbia TEC

W. Columbia, S. C.
Epps, Robert "Sonny"
Aiken TEC v
Aiken, S. C.

Esteé, Janet -G,
McDowell Tech. Inst.
Marion, N. C.

" Estes, LeRoy
State Dept. of Ed.
Santa Fe, N. M.

Fallon, Wm. M.
- Gloucester County College
Sewell, N. J

Farmer, James H.
Columbia TEC

W. Columbia, S. C.
, -

Fenninger, Wm. .N,
ATEA’

Delmar, N. Y.

Fisher, Charles
Miami-Dade Com. College
Miami, Fla.

~ -

£

,ﬁ/

Fletcher, ‘Frank’
“Columbus Tech. Inst.
Columhus* Ohio

Ford, Andrew F,
Washtenaw Com. College
4$Ann Arbor, Michigan

Ford Cecil
, Mldlands TEC
Columbja, S. C.

Forman, James b
*Réchester Institute of Tech.
Rochester, N. Y. ° .

Fogter, Billie
McDowell Tech. Instltute .
Marion, .N. C.

Foster, Billy L. -
Columbia TEC
W. Columbia, S. C.

Fowler, Dwight
* Fairmont State College
Fairmont, W. Va,

Franke, Bonpy, S.

State Bd. for Tech. § Comp.
Columbia, S. C.-

. Franzen, LaVern

CTCC ' .

East1ngs, Nevada

gr1ck Ted ‘
olumbia TEC

W. Columbia, S. C.

ce

Friedman, Jack W.
Com. College of Baltimore
Baltimore{ Maryland

o

Fryer:_James T.
Columbia TEC
W. Columbia, S. C.

Gamble, Richard L.
-Dept. of Ed.
Tallahassee, Fla.

Garland, ‘Sarah
Columbia TEC
W. Columbia, S. C.




- V.

Garrett, R. L. . Hard1son, Leon G.
Ranken Tech. Inst1tute ' . State Tech. Institute
St. Lou1s, Missouri . Memphis, Tenn.
. . . (3 )
Garrison, Don G. . Harrington, Bob .
Tri County TEC _* . . Central Tech. Com, College .
. Pendleton, S. C. - . , Hastings, Nevada
Gault; Joe’ - i ‘Harris, Dale G. ’
Spartanburg TEC ; "Dept. of Public cInstruction .
- Spartanhburg, S. C. \ *~ Des Moine; Iowa
Gay, Evelyn " Hartshorn, A. Austin
Greenville TEC , * Macomb County Com, College
Greenville, S. C. -Mt. Clemens, MiChiganr
: 4
" Godsey, Joseph D. . -Hatcher, Martin~
.TEA Lo Columbia TEC
Austin, Texas- . ' - W. Columbia, S. C.
Goldsmith, George W. .. . . Haynes; Fred -
Beaufort TEC -« - . Spartanburg TEC
Beaufort, S. C. - B ‘Spartanburg, S C.
Gordop;, Bill T R Heath3 Viola
Columbia TEC : Greenv1lle TEC -
W. Columbia, S. C. . e GreenV1llek s~ C.

Groomes, M. Rudy» ~ - o Heatherly#:Jocelle :
"Orangeburg ~Calhoun TEC . Spartanburg TEC.
Orangeburg, S. C . . Sparmanburg, S C -
Grubbs, Algie M. , Herscraft, Dr
Chesterfield-Marlboro TEC A Florence-DErl1ngton TEC
Cheraw, S. C. - Florence, §.'C. .

Hales, Leigh "', Hiester, Wellington
Washington*Com. College » - Beaufort TEC
Spokane, Washington : Beaufott, S. C.
Hall, Clyde H. » ’ H1le, Harold
Savannah State College v Westark Com. Cdilege
Savannah, Georg1aq . . Ft Smith, Arkansas -
Hall, Walter. \ Hoerner, James 1. ae
Ozarha Vog¢. Tech. School . - . Miami- Ddde Com, College
Melbourne, Arkansas B yiam1, Flor1da
' Halvorson, Richard B. : - Holstein, John W,
Washington Com. College .. :  Indiana State Univ.
Spokane; Washington . - ' Terre Haute, Indiana

Hampton, Ronald W. ok " Hope, Christine ™
Spartanburg TEC : K ., Spartanburg TEC
Spartanburg, S. C. ' - Spartanburg, S. C.’
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Horton, James A.

,N. Dakota State School of Sc1en¢e

Wahpeton , N: D

Hudg;ns, James Lﬁ
Piedmont TEC
‘Greenwood S. C.

) Hube , Harold D. s

Sppon River College “e .

- Cant®ily, Illinois o

. Huff,; Stuart' M.

CatonSV1lle Com.*College
at ﬁEV1lle, Maryland

"Hulick, Lorlng

Orange ‘County Com." College

Mlddletown, N. Y.

Humphlett, ﬂameé &‘
Atlanta Area Tech. School
Atlanta, Ga.

Hnnter,_Jack
Greenville TEC

 Greenville, S. C.

-Inab1net, Randall
Columbia TEC .
W. Columb1a,‘§. Cc. ~
Ingram, Theodore
Texas Southern Univ.
Houston, Tex.

Jackson, Raymond A.

. Sumter.TEC-

'Sumter, S. C.

?Jacdby, quert

Penn;, Dept. of Ed.
Harrlsburg, Penn.
Jarf1s, Pauf D.,
*Coiﬁmbla TEC

. w Columb1a, S.CC;‘,

fQ N
Johnson, Julian®-

. Johnson, Wm, W.

- Booneville, Ms,

Northeast Miss.

Kahn, Howard .*
Schogl Shop Magazine
Ann Arbor, Michigan

o

Keck, Robert V. R

. Oklahoma Sta e Regents of H1gher Ed

King,
Palmer College @ Columb1a
Columb1a, S.-C.

'K1ser, James A.

State Bd, for Tech. § Comp
Columbia, South Car.

;
Kollin,”Robert °
Monroe County Com. College

. Monroe, M1ch1gan 1 f

~Koschler, Theodore A.
Miami-Dade Com. College
M1am1, Fla.

%

Kreutz, Peter, .4

-_ Columbia TEC

W, ,.Co,nﬁnﬂia, s. C.
Kuhn, Elmer Js
Largo, My. +

Laban, Walt

eaufort TEC . ~ |
- Be fort,'S ' C, .

('}

A

Landry, Thomas E ,
Michigan State Univ.
E. Laﬁsing, Mich. -
Langley,-Sterl;ng
Columbia TEC .

‘W, Columb1a, S, C

Lann1ng, Jack R

" Ndrtheast Mlss1§s1pp1 Jr« College s’ McDowell Tech

%nevalle, Ms.

' Uohnson, Wm. R, .

<

Coflege: of, DuPage

. Lombard 1id.

Mar1on3 N, C

. Lansford "Carl

Texas* State Tech Insf1tuté
Harlingen, Texas ‘

Jr. College

Ed

. Pr1nce George's Com. College

M




Laramee, Paul _ - Mabelitini, Charlie’
Columbia TEC.- ~¢ - ., .- ." -.Columbia TEC -
W.'Columbia, S. C. | " ‘W, Columbia, S. C.

.lary, Joe F. = w  MacMahon, Miles D.
5t a... Voc. Tech School Essex County College
C. " . " Newark, N. J.
S : ~
_La\; Join T. = ’ : . Maki, Kenneth V.
Beaufort TEC _ Bay de Noc Com. College
Beaufort, S. C. ‘ Escanara, Mi.
Lee, W. Pringlé_ . Maner; Arnold H.
Colimbia TEC . . . Howard Com. Coldege
W. Columbia, S. C. . Columbia, Maryland - :

Leeper, Walter J. ) Manly, John W.~
Cossatot Vo-Tech | Tri County TEC
DeQueen, Ark. Pendleton, S. C.

Lewis, L. L. . Mann, Hoyle

Vocational Ed. Dept. . Southwest Tec¢h Institute
Columbia, S. C. Camden, Arkansas
.Lindler, Fred b Martin, Jan’
Columbia TEC . Columbia TEC~

¥, Columbia, S. C. . L W. Columbia, S. C,

Lisowski, Raymond ' Massey, James
Cuyahoga Com. College Columbia TEC
Parmg, Ohio . : . -W. Columbia,.S. C,
Little, Ashley J. -  Maxon, Lloyd"
Aiken TEC . Sheppard .AFB < -
Aiken, S. C. . Wichita Falls, Tex.

JLivingston, Ralph T. ' McCall, Pierce
Einn Tech. College ] Midlands TEC
Linn, Miséissippi Columbia, S. C,

.

Logan, Richard L._ . McCartha, €harlie
Waukesha County Tech. Institute Columbia TEC
Pewaukee," Wis. . .7 W. Columbia, S. C.

) Longsﬁore, Tommy ~ McDougle, Larry G.
Columbia TECg “Columbia TEC
W. Columbiaf’s. C. ) . W. Columbia, S. C.
A : ‘
Lopez, Daniel H. ' . ) McDuffie, W, L.
State Advisory Council on Voc. Ed. Denmayk TEC
A1buﬁ§erque, N. M. : Denmark, S. C.

S Lopez, Marcelino- McIntyre, Joe
\ . - Department of Ed. - " . Schweiter Tech
"+ Rio Piedros, Puerto Rico . Wichita, Kans.

w

v




: McLaurin, Michael David ' Moore, J. P.
FTI ’ Columbia TEC

Fayetteville, N. C. W. Columbia, S. C.

McMillan, James A. Moore, L. F. ~
Chesterfield-Mariboro TEC = . Columbia TEC
, Cheraw, S. C. ' . W. Columbia, S. C.
‘ . .- UL
‘ McNiece, Wm.C. _ Morphy, Alex T.
Sussex County Voc Tech School Atlanta Area Tech School
Sparta, N. J. - , Atlanta, Ga. '
McWilliams; Mickey L. . . .Mortell, B. F.
Kalamazoo Valley Com. College Columbia TEC
Kalamazoo, Michigan. . W. Columbia, S. C.
, »
Mehallis, George Morris, Don H. '’

Miami-Dade Com. College - Columbia TEC
Miami, Fla. W. Columbia, S. C.

Metz, Arnold E. ‘ . Morris, James
St. Clair Co. Com. College Sumter TEC
Port Huron, Mich. * Sumter, S. C. -

»

Midjaas, Carl L. . Morrison, Richard
Holmes § Black, Inc. Catonsville Com. College
Lansing, Michigan /f. Catonsville, My.

v .
Miesch, H. E. Monty, Multanen

Tarrant County Jr. College ' © State Dept. of Ed.
- Fort Worth, Tex. | *  Salem, Oregon
, Marro
Miller, Aaron J. e *  Morrow, Aurelia
Ohio State Univ. Greenville TEC

Columbus, Ohio . Greenville, S, C.

Mills, Eric R. ’ " Moss, Elizabeth'"

Florida Jr.. College @ Jacksonv111e Piedmont TEC
Jacksonville, Fla. Greenwood, S. C.

Mincey, Richard T. . Mussell, ‘Roger A, .
Columbia TEC | . ,)Mm Ralney Harper College
W. Columbia, S. C. Palatine, I11. o

Mixon, 0. D. . Napier, Earl
Beaufort TEC " Columbia TEC
Beaufort, S. C. : W. Co{ymbia, S. C,

Monts, Wm. L. - " Nash, Elissa P.
Columbia TEC Columbia TEC -

W. Columbjia, S.:C. ) W. Columbia, S. C.

Moore, John B. Nash, Thomas =~ .
John Tyler Com. College Spartanburg TEC
Chester, Va. Spar;anburg, S. .-

.

-
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Neiger, Arthur B.
Northern Mich. Univ.
Marquette, Mich.

Nestor, Harold M.
Columbus Tech. Institute
Columbus, Ohio

. Neeley, Ed-
Columbia‘TEC
W. Columbia, S. C.

, Nevitt, Thomas A.
Univ. of Southwestern Lou151ana
Lafayette, La .

Newman, Ed
Columbid -TEC® .
W. Columbia, S C.

'Norris, Al
-Tri County TEC
Pendleton, §. C.

" Norris, Wayne
Columbia TEC )
W. Columbia, S. C.

Owens, Aﬂoref .
Spartanburg TEC"
Spartanburg, S. C.

Owens, Gerald
Piedmont TEC
Greenwood, S. C.

- Owens, John S.
Occupational Ed. '~
Dallas, Tex.

1S

‘Pace, John W,

- Pachucki, Chester-
City College of Chicago
Chlcago, 111,

Parkinson, €edrge
- Milwaukee Area Tech College
« Milwaukee, Wi,

Parrott, Raymohd

Mass. Advisory Council on Voc., Tech, Ed.
| -

Boston Mass.
Patterson Stan

USOE - Community College
Wash1ngton, D. C.

Pautz, Martin R.

Greenville TEC

Greenville, S. C.

Pevehouse "D, A.
Texas State Tech Institute
Sweetwater, Tex.

Phillips, Ben
Williamsburg- TEC
Kingstree, S. C.

Phillips, Don
Oklahoma State Univ,

. Stillwater, omahomr —

It Phillips, Joe H.

Horry-Georgetown TEC
Conway, S. C.

Phipps, Lloyd J.
Univ. of Illinois
Urbama, I11.

Phillips, Nelson
Piedmont TEC
Greenwood, S. C.

Phelps, Hugh B.
Virginia Western Com, College
Roanoke, Va.

Pinson, ¥m, C N
State Dept.. g Ed,
Columbia, S .

Pokorny, Harry E.

Milwaukee Area Tech College
Milwaukee, Wisconsin
Pointe, Frankie

Columbia TEC

¥#. Columbia, S, C.




Potthoot, Arnold H. Rices Darlene
Wisconsin Bd. of Voc. Ed. * Spartanburg TEC
Madison, Wisconsin : Spartanburg, S. C.

Preston, Norman C. ' RoBertsoh, L. P.
Penn Valley Com. College Sandia Labs
Kansas City, Miss. Albuquerque, N. M,

Prewett, Ernest - Robers, Oliver T.
+ Piedmont xEC Greenville TEC
Greenwood, S. C. Greenville, S. C. \

Pridgen, Thomas F. ' Roney, Maaricé W: -
Columbia TEC =~ . Texas State Tech. Institute
W. Columbiad, S. C. - © Waco, Tex.

b .Prota, Carl - . " Roy, Roland L.
Bergen Com. College * - Central Wash. State College
Paramus, N. J. . > Ellensburg, Washington:

Rampey,~Alvini“H. ' Ruffin, Marie
Greenville TEC - : ’ Sun Elec. Corp.

wl{,\&-ﬁ : Memphis, .Tenn.

< Ramsey, Mo L. . ' Salley, Jake
Milwaukee Area Tech College ) Columbia TEC
Milwaukee, Wisconsin v o W. Columbia, S. C.

. Rawls, Preston Salvatore, Joseph ~
Coastal Carolina Com. College R. I. Jr. College
i%?cksonville, N. C. ** Warwich, Rhode Island °

Ray, Richard D. . Sargeant, Donald G. .
Florida Dept. of Ed. . Univ, of Minnesota Tech College
Tallahassee, Fla, Crookston, Minn,

Rgid Hubert D. Scarlett, Joseph A,
-Macomb Com. College Catonsville Com. College
. St. Clair Shores, M1ch : Catonsville, Maryland

Reid, Tom P. ’ Scheidt, Irvin L.
Horry-Georgetown TEC Billings Vo Tech Center
Conway, S. C. Billings, Montana

Respess, Richard D. Schiller, Milton J.
Florida Jr. College @ Jacksonville Texas State Tech Ihst1tute
Jacksonville, Fla. Waco, Tex. .
Reynolds, Philip Schmeisenef; Jerry M.
Brick Assoc. of S.'C. o - Schweiter v

Columbia, S. C. Wichita, Kanses

Rhoads, Robert B. Sharples, D Kent

University of Maine State Bd. fdﬁLTech &

Orono, Maine * + Comprehensive Ed.
-Columbia, S: C.

-

+




Schultz, Burley |
Columbia TEC
W. Columbia’, S. C.

Schultz, Wm. E.
Nevada State Dept., of Ed.
Carson City, Nevada

Schwarzkopf, Fred A.
Tri Ton College
‘Rivergrove, I11.

Short, Eugene
Achorage Com. College
Anchorage, Alaska

Simpson, Stanley A. .,
Florida"Dept. of Ed..
Orlando, Fla.

Singley, John
Columbia TEC
W. Columbia, S. C.

Skane, Lawrence J..
‘C atonsville Com. College
Catonsville, Md.

Skinner, Tom .
Columbia -TEC
W. Columbia, S. C.

Smith, Anita G ’ -
Western Wisconsin Tech Instztute
La Crosse, Wisconsin

Smith, " James S.
Maryland State Dept. of Ed.
Baltimore, Maryland 4

Spivey, Edward
Beuafort TEC
Beaufort, S. C.

Self, fonrad
Schweiter Tech School
Wichita, Kansas

Spaulding, Lloyd F.
State Bd. for Tech. §
Comp. Ed.

/Columbla, S. C.

. Statler, James R.

" Polk Co

Spencer, Mary ﬁouise
Rich Mountain Vo Tech School

Mena, Arkansas

)

Cotton Boll Voc Tech School
Burdette, Arkansas

Steltzer,.Lyle ’
Midlands TEC
Columbia, S. C.

Stephenson, Frank J.
. College
Winter Haven, Fla.
Stevenson, Wm. W. '
Oklahoma State Dept,
of Voc Tech Ed.
Stillwater, Okla.

Stewart, Joan S,
. Athens Tech. $chool
- Athens, Ba.

P
Stiner, Clyde E.

Lorain County Com. College
Elyria, Ohio

Stockhouse, Robert E,

Tri County TEC

Pendleton, 8. C.

Stone, Thomas C. -
Univ. of S. Dakota
Springfield, S. D.

" Strasberger, George R.
Hagerstown Jr. College

Hagerstown, My.

Strout, George M,
State Dept. of Ed.
Concord, N. H.
Stutrud, 0Odin
ATEA

Wahpeton, N, D.

Sullivan, Leila
Columbia TEC -
W, Columbia, S, C.




< ”  Tabor, Jack % - Waldrep, Thomas D.
Columbus Tech Institute - almer College € Columbia
Columbus, Ohio .\\\ ‘ : olumbia, S. C. , /T}

‘o Tatsch, Clinton E. Waldroup, Richard L. ~
t/ ' - ' Connecticut State Tech. Cellege B-C-D TEC .- ‘
o = W. HartfordyConn Charlgston, S. C.
Taylor, Schuyler Walker, Bill E.
’ " Comprehensive Planmring Asso Western Iowa Tech
_N. Orleans, la. . %ioux City, Iowa
Tharpe, Brenda Walker, Eddie .
Spartanburg TEC - Milwaukee Area Tech College
Spartanburg, S. C. ¢ M11waukeé}§W1§con51n
Thomas, Darlene " Wallace, George E. A
Columbia TEC . U. S. Office of Ed.
“W. Columbia, S. C. Atlanta, Ga.
. / :
Thornton, Fred R. /. ) Walters, Lex
Tennessee Eastman Co. , / . Piej:lmont TEC
Kingsport, Tenn. __, Greepville, S. C,
. Tillotson, Shirley HWalters, Wm. Cecil ‘
Spartanburg TEC ] State Bd. for Tech &
Spartanburg, S. C. / Comp. Ed. . )
, I Columbia, S. C.
Titus, Roger !
Piedmont TEC ! Warren, Lena
Greenwood, S. C. / . iedmont TEC B}
‘ ' ; Greenwood; S. C.
Toft, Robert ) )
Cape May County Voc. Tech. Ctr. Washka, Howard O, .
Cape May Court House, N J. ) Lorain County Com. College

Elyria, Ohio \
Tompkins, Jack E. .
Texas State Tech In t1tute Waters, Jesse B,
.Y * Waco, Tex. (\’ Fayetteville Tech. Institute
~ Fayetteville, N, C.

Tornell, Henry E.

’ Vocational Div/State Dept. of Ed. Welch, Bruce
Trenton, N. J. Washtenaw Com., College
. Ann Arborm, Michigan
Tutt, Robinmson C. . .
Great Rivers Voc. Tech School Wells, Bill
McGehee, Arkansas Tulsa Jr, College
o - . Tulsa, Ok.
Valk, John W. -
Connecticut State Dept. of Ed. White, Robert H. !
Hartford, Conn. S. C.. Advisory Council
) ' : on Yoc Tech Ed.
Van Dyke, Jerry L. ,Columbia, S. C,
~  McDowell Tech Institute . i ‘
Marion, N. C. Whitehead, Charles O.

State’ Technical Instltute
Memphis, Tenn.
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Yhitney, Fred'W.
Waterville Regional Tech
Voc. Center.
Waterville, Maine

Wigginton; Quitman
Northeast Miss. Jr. College
Booneville, Miss.

Wilhoit, J. D..
Northeastern A § M College
Maimi, Okla.

Williams, Y. T.
1561 Daffodil Dr.
Marietta, Ga.

1

Wilson, Eric
Williamsburg TEC
Kingstree,, S. C.

Wise, Daniel C.
Pince George's Com. College
Largo, Maryland °

Woodward, George R.
Florida Dept. of Ed.
Tampa, Fla.

Wooldridge, George
Columbia TEC
W. Columbia, S. C.

Workman, W. D.
‘Greenville TEC
Greenville, S. C.

Wrigﬂ%, Gayle
Parkland Jr. College
Champaign, I11,

Wysong,..Richard M.
Indiana Voc. Tech College
S. Bend, Ind%;na

Yeager, Dewey A. .
U. S. Postal Service
Noimer, Oklahoma

Youngblood, Robert’
Allegany Com. College
Cumberland, Md.




. APPENDIX E

EXHIBITORS

AMERICAN TECHNICAL SOCIETY BROADHEAD-GARRETT €O.

848 58th Street 1213 Riverside Drive

Chicago, Illinois 60637 Macon, Ga. 31201

ATIN: Douglas Gray ATTN: Marvin R. Neal
T - 'd ’ .

“'THE R. L. BRYAN CO. ; THE CENTER FOR VOCATIONAL §.
Greystone Blvd. ‘ TECHNICAL EDUCATION
Columbia, South Carolina 29210 Ohio State University
ATIN: Bob Murray - 1900 Kenny Road

) Columbus, Ohio 43210

DIGIAC CORP. t .
175 Engineers_Road REDBACK, " INC. .
Smithtown, N. Y. 11731 438 Springfield Avenue ‘. .
ATTN: Don M. Smith ‘Berkeley Heights, N, J. 07922

- : ) ATTN: M. J. Lawsonf\\
McGRAW-HILL BOOK CO. . ) .
Gregg.& 'Community "College Div. MOORE-TINSLEY SUPPLY CO.
680 Forrest Rd., N. E. Greenville, S. C. 29601
Atlanta, Ga. 30312 ’ ATTEN: °Joe Long
ATIN: Tim Foley '

.

5 o PRENTICE-HALL, INC.
OMNIDATA, INC. Englewood Cliffs, N.:J. 07631

7300 Ronte, 130 North . ATTN: Mrs. G. Glassen
Pennasankin, N. J. 08110 '
. ATTEN:- John M. Straub STANLEY TOQLS
’ 600 Myrtle Street
SCOTT ENGINEERING SERVICES New Britain, Conn. 06050
1400 S. W. 8th Street _ ATTAN: Robert W, Campbell /
Pompano Beach, Fla. 33060 ‘
- SUN ELECTRIC CORPORATION
STATE BOARD FOR TECHNICAL & 4162 Fernandina Road
COMPREHENSIVE EDUCATION Columbia, S. C. 29210
1429 Senate Street ATTEN: C. C. Richards
Columbia, South Carolina 29201
TECHNICAL EDUCATION RESEARCH CENTER

TEACHING DEVICBS Hii Cambridge, Mass.
5 Craig Road ATTN: Albert King
Acton, Mass. 01720 . ‘
ATTN. Norman J. FTredkin VEMCO CORPORATION

\ 766 S. Fair Oaks.Avenue
UNITED STATES AIR FORCE Pasadena, Califorhia 91105
Nationwide Advertizing-Service, .ATIN:' L. Brewster Benedict
951 Paul Brown Building .
St. Louis, Missouri 63101 . WASHINGTON COMMUNITY COLLEGE DIST. # 7
ATTN: Carol Ditmeyer North 2000 Greene Street

. Spokane, Washington 99207
VISHAY RESEARCH & EDUCATI(Q! ATTN: Richard Halvorson
67 Lincoln Highway '
Malvern, Pa. 19355
ATTN: Mrs. Joan L. Williamse«

N




APPENDIX F

PAST PRESIDENTS OF :A'I'EA

1941 - 1944 : 196 - 1961 . .
WILLIAM PABST o J. HiLLIAM MOROST

1944 - 1946 1962
ANDREW D. ALTHOUSE WALTER J. BARTZ,

1947 ©+ . 1963 .
EDWARD H. LANG _ DONALD M, BRTLL

-

A :
1948 1964
WILLIAM N. FENNINGER EDWARD B. VAN DUSEN

4

1949 1965 .
WALTER J. E. SCHIEBEL IRA R. SANDERSON

AT
SV
SRR
),'w}ﬁ("f(‘
RGOS

.

1\\’:‘:(’3&':
Ry
% 04

1950 ' 1966
GEORGE H. PARKES THEODORE A. KOSCHLER

. .

1951 - 1967°
J. EVERETT HOLLINGSHORTH MAURICE W, RONEY

-

4

1952 : 1968
WALTER P. FER§U§QN JERRY S. -DOBROVOLNY”

-

1953 : 1969
M. MARCUS KILEY . ROY:W. DUGGER

1954 ' 1970. - -
LEE W. RALSTON A . LUCIAN LOMBARDI

1955 . 1971
GEORGE W. MORGENROTH RUTH E. MIDJAAS
+

-

1956 - _ 1972
CARL J. ANDERWALD GEORGE MEHALLIS

1957 - 1959 1973
BURR D. COE JACK E. THOMPKINS
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